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Abstract

Literature review in sales content supported the theory that sales manager's
transformational leadership has a vital influence on the job satisfaction of sales associates,
while job satisfaction has significant influence on the sales associates' work behaviors.
Very limited studies have extensively examined the relationship between sales managers'
transformational leadership and sales associates' job satisfaction, while recent research
has focused on how transformational leadership applies to sales management situations.
The purpose of this research is to examine the relationship between
transformational leadershp of sales managers and job satisfaction of sales associates in
the Fast Moving Consumer Goods (FMCG) industry in Taiwan. In addition, this study
also analyzed the relationship between sales associates' demographic variables and sales
managers' transformational leadership and sales associates' job satisfaction. The
population in this research was identified as sales associates from four multinational sales
organizations in the FMCG industry of Taiwan, resulting in 123 individual surveys for
analysis. The design of this proposed research was a quantitative, non-experimental, and
correlation study with regression analysis. Transformational leadership and job
satisfaction questionnaires were applied as the instruments to conduct this research.
The findings supported the hypothesis: there is a positive and statistically
significant relationship between the sales managers' transformational leadership and sales
associates' job satisfaction in the FMCG industry in Taiwan. The result identified the
predictors of sales managers' transformational leadership on the sales associates' job
satisfaction through regression analysis. The analysis also revealed several differences

between sales associates' demographic variables and their perceptions of the sales
managers' transformational leadership and job satisfaction.
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CHAPTER I: INTRODUCTION TO THE STUDY

Introduction and Background to the Problem
kading sales associates is the most challenging task any sales manager faces.
The job of selling is highly competitive and challenging. Research regarding leadership
indicates that sales associates have better motives concerning their job, higher enthusiasm,
lower job pressure, more attention to the job, and achieve better outcomes when sales
managers applied effective leadership skills (Dalrymple, Cron & DeCarlo, 2004).
Harman, Brown, Widing and Hammond (2002) claimed that the sales force will
achieve more when leadership effectively guided, instructed, and advised sales associates.
Dalrymple et a1.(2004) pointed a sales manager's leadership and behavior had vital
influences in every facet of a sales associate's job. Hay (2002) also indicated that lack of
effective leadership and lack of career path were the two main causes of employee
turnover.
Leadership theory has been an important topic in the social sciences for many
decades. Jolson, Dubinsky, Yamrnarino, and Comer (1993) described leadership as the
capability to influence the performance of followers and to inspire followers to complete
a certain goal in active and spontaneous attitude. Doyle and Smith (1999) divided
leadership theories into four generations: trait theory, behavior theory, contingency
theory and transfornational theory. The trait theory was known as the Great Man
Approach (Daft, 1999). Trait theories suggested that good leaders cannot be made and
proposed a common set of defining inherent characteristics of successful leaders (Beech
2002). Behavior theory claimed anyone could be a good leader should present the

appropriate deeds (Daft, 1999). Contingency theories claimed an effective leader should
modify their behavior based on various situations (Burmeister, 2003).
The modem leadership theory - transformational leadership was introduced by
Bum (1978), and developed by Bass (1985). Tirmizi (2002) described the
transformational leader as possessing vision and charisma, and motivating individuals to
transcend their personal interests for the good of the organization. Bass (1985) identified
four factors of transformational leadership as charismatic, inspirational leadership,
individualized consideration, and intellectual stimulation. Other scholars expanded
transformation theories which were applied to transforming organizations (Daft, 1999;
Dubrin, 2004). Lussier and Achua (2001) indicated that organizations have faced global
challenges and leaders needed to apply transformational leadership to align the
organizations following the changing environment.
Jolson et al. (1993) argued that the nature of sales jobs and the role of sales
associates were dissimilar to other employees, and those differences required particular
leadership skills for sales managers. Humphreys (2002) pointed out that researchers have
focused on transformational leadership as an alternative sales management approach,
although the transactional leadership was the most common paradigm in sales domain.
Martin and Bush (2003) claimed sales associates are more likely to perform better selling
behaviors when sales managers apply transformational leadership rather than
transactional leadershp.
George and Jones (1999) indicated job satisfaction was one of the most important
work attitudes in organizational behavior with the potential to effect a wide range of
behaviors in organizations. An employee with a high level of job satisfaction possesses

positive attitudes toward his/her work, while an employee who is dissatisfied with his/
her occupation possesses negative attitudes about the employment. Scholars have
introduced numerous theories for job satisfaction. George and Jones (1999) identified
four determinant of job satisfaction, such as, personality, work value, the work situation,
and social influence. Gibson, Ivancevich, and Donnelly (1997) recognized motivational
theory as central to job satisfaction and categorized this theory into two theories: content
theories and process theories. Content theories focus on finding out the exact needs and
prioritizing these needs, such as Maslow's Hierachy of Need Theory (1943). Process
theories explain how behavior is invigorated and maintained, such as Expectancy Theory
(Vroom, 1964).
Job satisfaction is vital for sales associates' work attitude. Brown and Peterson
(1993) indicated that job satisfaction presented a significant job outcome for sales
associates. Pettijohn, Pettijohn, and Taylor (2002) indicated that sales associates' job
satisfaction is a key determinant for business's long-term success. Additionally,
Shoemaker (2003) also pointed out that job satisfaction was one of the most generally
researched subjects in sales management texts.
The relationship between leadership of sales managers and job satisfaction of
sales associates is critical. In 1999, Russ, McNeilly and Comer indicated that sales
managers' leadership was positively related to job satisfaction and organizational
commitment. Dubinsky, Yamrnarino, Jolson and Spangler (1995) indicated
transformational leaders have as strong an influence on sales associates' job satisfaction
as transactional leaders do in sales environment.

The topic area of this study was selected because previous studies supported sales
.manager's transformational leadership as having a vital influence on the job satisfaction
of sales associates (Dubinsky, et a]., 1995; Shoemaker, 1999). However, very limited
studies (Dubinsky, et al., 1995; Shoemaker, 1999) have extensively examined the
relationship between transformational leadership of sales managers and job satisfaction of
sales associates. This research is to empirically and comprehensively examine the
relationship between transformational leadership of sales managers and job satisfaction of
sales associates in the Fast Moving Consumer Good (FMCG) industry in Taiwan through
quantitative, non-experimental, and correlation research design with regression analysis.
The findings of this research may suggest significant managerial applications for FMCG
companies in Taiwan and generate future scholarly inquiry.
Purpose of Study
As mentioned earlier, very few studies (Dubinsky, et al., 1995; Shoemaker, 1999)
have empirically examined the relationship between transformational leadership in sales
managers and the job satisfaction of sales associates. However, the findings indicated
transformational leadership in sales managers had a positive impact on job satisfaction of
sales associates (Dubinsky, et al., 1995; Shoemaker, 1999). Further research in different
countries and industries may contribute significant knowledge and reveal areas of future
scholarly inquiry into the relationship between transformational leadership of sales
managers and job satisfaction of sales associates (Creswell, 2002).
Therefore, the purposes of this research are to examine: (a) the relationship
between transformational leadership of sales managers and job satisfaction of sales
associates in the FMCG industry in Taiwan; (b) the relationship between transformational

leadership of sales managers and personal demographic factors of sales associates, such
as, gender, age, years of service, education level, and marital status in the FMCG industry
in Taiwan; (c) the relationship between job satisfaction of sales associates and personal
demographic factors of sales associates, such as, gender, age, years of service, education
level, and marital status in the FMCG industry in Taiwan; (d) to generate the
recommendations for managerial application for the FMCG industry in Taiwan; and (e)
identify areas for future scholarly inquiry.
Research Hypotheses and Question

Based on the literature review and the objective of this research dissertation, the
researcher proposed three research questions and one hypothesis as follows:

1. Research Question One: Does a significant difference exist behveen the personal
demographic factors of sales associates (gender, age, years of service, education level,
and marital) and the perception of sales managers' transformational leadership by sales
associates in the FMCG industry in Taiwan?
2. Research Question Two: Does a significant difference exist between the personal

demographic factors of sales associates (gender, age, years of service, educational
background, and marital) and the perception of the job satisfaction by sales associates
in the FMCG industry in Taiwan?

3. Research Question Three: Can sales managers' transformational leadership predict the
job satisfaction of sales associates in the FMCG industry in Taiwan?
4. Research Hypothesis: There is a significant and positive relationship between the

perception of sales managers' transformational leadership by sales associates and the
perception of job satisfaction by sales associates in the FMCG industry in Taiwan.

Definition of Terms

Definition of Key Terms

In this study, the three key terms are personal demographic factors,
transformational leadership and job satisfaction. The definitions of personal
demographic factors, transformational leadership, and job satisfaction are as follows.
Personal Demographic Factors
The personal demographic factor is to describe the basic personal information for
participants. The five demographic factors in this study have identified as gender, age,
years of service, education level, and marital status of participants.
Job Satisfaction
Theoretical definition. Job satisfaction has been described as the employee's
sensations from the job or emotional reaction toward their job. Based on the various
facets of the job, employee will experience different ranges of positive or negative job
satisfaction from their job (George & Jones, 1999).
Operational definition. This research study used Porter and Lawler's (1968)
identification of two factors ofjob satisfaction job satisfaction as intrinsic job satisfaction
and extrinsic job satisfaction. The 15 items (see Appendix A) from Job Satisfaction
Questionnaire designed by Yen (2002) was applied to measure both variables. Intrinsic
job satisfaction was defined as the aspects of work itself, such as the nature of the work,
respects from others, accomplishment, and job stability. Extrinsic job satisfaction was
defined as the aspects of the interactions with organizations or firms, such as the reward,
promotion, relationship among colleagues, the work environment, and management's
leadership.

TransformationalLeadership
Theoretical defnition. Tirmizi (2002) defined transformational leadership is in

terms of the leader's effect on followers. The leader possesses the vision and charisma,
and motivates individuals to transcend their personal interests for the good of the
organization.
Operational defnition. This research study used Chung's (1996) identification of

five facets of transformational leadership as vision, charisma, inspirational motivation,
intellectual stimulation, and individualized consideration. The 15 items (see Appendix A)
fiom Transformational Leadership Questionnaire designed by Ju (2002) was applied to
measure the five variables in this research.
Vision means that the leader has the competency for predicting future
development of the organization and environment. Charisma focuses on the leader's
inherent appeal to influence the followers. Inspirational motivation focuses on a leader's
capability to encourage followers to reach a goal of organization. Intellectual Stimulation
means the leader encourages followers to pursue updated knowledge and creatively
problem-solve. Individualized Consideration means the leader's concerns for an
individual's needs (see Appendix A).
Discussion of Variables

This research contains three variables: personal demographic factors,
transformational leadership, and job satisfaction. This research also encompassed three
research questions and one hypothesis. The discussions of variables for each research
question and hypothesis were described as follows:

1. For examining research question one, the dependent variable is the sales associates'

perception for their sales managers' transformational leadership (charisma, vision,
inspirational motivation, intellectual stimulation, and individualized consideration) and
the independent variable is personal demographic factors (gender, age, years of service,
educational background, and marital status) of sales associates.

2. For examining research question two, the dependent variable is the perception of sales
associates' job satisfaction (intrinsic, extrinsic and overall job satisfaction) and the
independent variable is personal demographic factors (gender, age, years of service,
educational background, and marital status) of sales associates.
3. For investigating research question three, the dependent variable is the perception of

sales associates' overall job satisfaction and the independent variable is sales
associates' perception for their sales managers' transformational leadership (charisma,
vision, inspirational motivation, intellectual stimulation, and individualized
consideration).
4. The research hypothesis encompassed two variables. The first variable is the sales

associates' perception for their sales managers' transformational leadership {charisma,
vision, inspirational motivation, intellectual stimulation, and individualized
consideration), and the second variable is the perception of sales associates' job
satisfaction (intrinsic, extrinsic and overall job satisfaction).
Justification
Pondering its significance, researchability, and feasibility facets justify this
proposed research. Previous studies have provided evidence that sales manager's
transformational leadership has a vital influence on the job satisfaction of sales associates

(Dubinsky, et al., 1995; Shoemaker, 1999). Research findings indicated that job
satisfaction was one of the most significant work attitudes to effect behaviors of
employees in organizations (George & Jones, 1999). However, very few studies
(Dubinsky, et al., 1995; Shoemaker, 1999) examined the relationship between
transformational leadership of sales managers and job satisfaction of sales associates.
The significance of this study is that the result of this research may contribute to the
significant knowledge and practical implications for FMCG industry in Taiwan and
generate future scholarly inquiry for the discussions for transformational leadership of
sales managers and job satisfaction of sales associates.
This study is researchable because the variables of this study can be measured by
reliable instruments. This proposed research is feasible because the study can be
executed in a rational amount of time and accessed population is available. The data can
be collected through questionnaires and can be analyzed by various statistic techniques to
answer the research questions and hypothesis.
Scope and Delimitation

The scope of this research has identified as below:

1. Geographic area: The geographic area is limited to Taiwan only.
2. Subjects of this research: The subjects of this study are the sales associates working in

multi-national sales organization of Fast Moving Consumer Goods (FMCG) industry
in Taiwan. Four companies of FMCG industry have been selected for this study. Any
adults, who are full-time sales associates working in FMCG industry and reporting to
sales managers in the four companies, are eligible for being a participant in the
proposed study.

3. Content of this research: This study explored the relationship between

transformational leadership of sales managers and job satisfaction of sales associates.
The three variables in this study are personal demographics (gender, age, years of
service, educational background, and marital status), transformational leadership
(vision, charisma, inspirational motivation, intellectual stimulation, and individualized
consideration), and job satisfaction (intrinsic and extrinsicjob satisfaction). The
discussion is limited to the three variables that based on the identified instruments.
The research design of this study is a quantitative study and only measures the
perception of limited facets of the two variables (transformational leadership and job
satisfaction). However, sales associates may perceive some other significant facts of
sales manager's transformational leadership or job satisfaction that this research cannot
measure.

CHAPTER 11: LITERATURE REVIEW
Introduction

The content of this literature is to review the existing literature and empirical
studies about the relationship between transformational leadership in sales managers and
the job satisfaction of sales associates, and to generate future areas of scholarly inquiry.
The review begins with the broad trait theories, behavior theories, contingency theories,
transformational theories and the leadership measurements. Next, the review presents job
satisfaction theories and job satisfaction measurement. Finally, the review presents the
relationship between transformational leadership in sales manager and job satisfaction of
sales associates.
Literature Review

Leadership Theories Development
Burmeister (2003) described the historical development of leadership theory into
three eras, the Trait Era (late 1800s to 1940s), the Behavior Era (1940s to 1970s), and the
Contingency Era (1960s to present). This was supported by Hsu, Hsu, Huang, and Li
(2003) who indicated classic leadership theories were typically divided among three
categories: trait theory, behavioral theory, and contingency theory. Each category is
discussed as below:
Trait Theory
This theory was as known the Great Man Approach (Daft, 1999). The trait theory
was introduced in 1900s to 1940s, as the result of early leadership research (Hsu, et al.,
2003). In general, trait theory has two major propositions. First, trait theories claimed
leaders were born, not made. Second, trait theories indicated successful leaders possess

inherent mental or bodily characteristics that are superior to others, such as, brainpower,
ambition, confidence, determination, keenness, as well as physical strength and
appearance (Beech, 2002).
Durbrin (2004) claimed the limitation of trait theory was the difficulty in
measuring the traits or characteristics of leaders and in verifymg the required traits for
different circumstances. Burmeister (2003) indicated the importance of trait theory was
to provide some dispositions of traits for a successful leader.
Behavioral Theory
The behavioral theory was introduced in 1940s to 1970s. The major proposition
in this theory was the claim that a good leader will demonstrate proper deeds {Daft, 1999).
The behavioral approach claimed the leader's behaviors could be examined, quantified,
and trained (Burmeister, 2003). Daft (1999) identified four well-known behavioral
theories as Lewin's Three Leadership Styles, Ohio State University Leadership Studies,
University of Michigan Studies on Leadership, and The Leadership Grid. The following
is a discussion of these styles:
Lewin's three leadership styles. Lewin, Lippitt and White (1939) identified
three styles of leadership: Autocratic, Democratic, and Laissez-faire. The Autocratic
leadership style is dominating. This leader positions himselfierself is higher to his
followers, and asks obedience fiom followers. The leader makes all rules for the group
and specifies methods of goal accomplishment by himselfierself.
The Democratic leadership style is authorized. The role of the leader is an
arbitrator. The leader makes decisions through the discussions and suggestions fiom the
group. The leader also encourages group members to be involved and contribute to the

decision-making process. Lussier and Achua (2001) indicated the autocratic and
democratic leadership styles are two theoretical opposite ends. In practice, most leaders'
will consider their leadershipbehavior in between the two styles.
The Lassez-faire leadership style meant the leader exercised little restraint or
management over groups. Instead of giving clear direction or instruction, the Lassezfaire leader allows group members make decisions on their own. The leader also gives a
maximum amount of liberty for group members. Winder (2003) claimed the Laissezfaire style was a good approach when leading self-inspired and competent group
members who experienced outstanding achievements.
Ohio State University leadership studies. Researchers (Fleishman, 1953; Halpin
& Winer, 1957; Hernphll& Coon, 1957) from for Ohio State University developed the

instrument of the Behavior Description Questionnaire (LBDQ). These researchers
identified two general factors for leadership behavior, such as Consideration and
Initiating Structure in two dimensions of high and low scale. Consideration described the
concerns the aspects for subordinates' supports and relationships. Initiating Structure
focused the aspects of how pushes subordinates' work actions to achieve the goal.
The high or low on the two dimension of initiating structure and consideration
generated four leadership styles: low structure and high consideration, high structure and
high consideration, high structure and low consideration, and low structure and low
consideration. Gibson et al. (1997) commented this theory was too simplified to assess
leadership efficiency. However, this study provided creative thinking that a leader should
balance both task and people issues for best group outcomes.

The University of Michigan Studies on leadership. Researchers (Katz & Kahn,

1952; Katz, Maccoby, Gurin &Floor, 1951; Katz, Maccoby, &Morse, 1950) of
University of Michigan examined the factors of leadership effectiveness. The results
identified two major constructs of leadership behavior, such as task-oriented behaviors
and relations-oriented Behaviors. Task-orientated behaviors are similar to the initiating
structures in the Ohio study, and relationship-orientated behaviors are similar to the
consideration dimension in the Ohio study. Unlike the two Ohio State Study's twodimensional continuums, this theory placed the two leadership behaviors at opposite ends
in a one-dimensional continuum.
The leadership grid. Based on the work of the Ohio State and Michigan studies,

Blake and Mouton (1964) proposed a two-dimensional leadership theory named The
Leadership Grid. There are two basic behavioral dimensions in this theory: the concern
for people and the concern for production. Both concerns are measured through a
questionnaire on a scale from one to nine, using an axis to create a grid, and resulting in
eighty-one possible combinations of concern for people and production. The Leadership
Grid recognized five representative leadership styles as Team management (both high
concern for production and people), Country Club management (high concern for people
and low concern for production), Authority-Compliance management figh concern for
production and low concern for people), Middle-of-the Road management (well-balanced
concern for both product and people), and Impoverished management (low concern for
both production and people).

Contingency Theory
The contingency theory is also called situation-contingency theory. The
contingency theories claimed an effective leader should modify their behavior for the
necessities, restraints, and occasions based on various situations (Burmeister, 2003).
Gibson et al. (1997) identified four branches for contingency theories of leadership
including Fiedler's Contingency Model, Hersey and Branchard's Situational Leadership
Theory, Leader-Member Exchange (LMX) Theory, and Path-Goal Theory. Each theory
is described below:
Fiedler's Contingency Model. Fiedler (1967) introduced the Fiedler Contingency
Theory along with the instrument of the Least Preferred Coworker (LPC) Scale for
identifying the leaders7leadership style. This theory assumed that the group

effectiveness depends on two factors: leadership style and situational control. Fielder's
model identified two leadership styles as relationship-orientated and task-orientated,
which are similar to constructs of the Ohio State Study. This model also identified three
factors of situational control as leader-member relations, task structure, and position
power.
Leader-member relations represent the level of how a leader is recognized and
supported by the subordinates. Task structure states the level of how the task is
instructed and the procedures and goals are clarified. Position power presents the level of
a leader capability to control the group. The three leadership factors result in eight
leadership situations. When the degree of leader-member relations, task structure, and
position power are high, this situation is most favorable to the leader. Conversely, when
the degree of leader-member relations, task structure, and position power are low, this

situation is most unfavorable to the leader. Other situations stand for intermediate degree
of favorableness for the leader. The task-oriented leaders achieve the best result when
the situation is either very unfavorable or highly favorable, and relationship-oriented
leaders achieve the best result in situations of intermediate degree favorability.
Daft (1999) indicated the major contribution of Fiedler's model is this theory
presented how leaders' style matches various situation matrixes for best management
results. However, Dubrin (2004) criticized the Fiedler's model is too complicated for
managerial application in practice.
Hersey and Branchard's Situational Leadership Theory. Hersey and Branchard
(1985) suggested that the most important determining factor for leader's behavior is the
maturity of the followers. Maturity is considered according to two dimensions, such as
psychological maturity and job maturity. Psychological maturity means the selfconfidence and willing to accomplish task. Job maturity represents employees'
competency and professional knowledge. Similar to the Ohio State Study (1957), this
theory also proposed two dimensions of leader behavior as relationship- motivated and
task-motivated. When the subordinate maturity decreases, leadership should be more
task-motivated than relationship-motivated.
The combination of two different leader behaviors and four degrees of
subordinate maturity from low to high, h s theory has developed four leadership styles as
telling, selling, participating, and delegating. The telling style means the leader gives
specific directions for accomplishing the goal. The selling style means the leader
explains decisions and also asks the feedbacks from subordinates. The participating style
means the leader encourage discussions with the group for making decisions. The

delegating style means the leader authorizes power to subordinates for making decisions
with very few instructions. Gibson et al. (1997) indicated that this theory provided a
straightforward thinking for managerial application. However, this theory failed to
provide proof of which style is most appropriate.

Leader-Member Exchange (LMX) Theory. Graen and Shiemann (1978)
proposed the Leader-Member Exchange Theory. This theory indicated that leaders apply
the discrepant leadership style when dealing with group members. The leader divides
members into in-group members and out-group members. The leader shares the similar
thinking and conviction with in-group members. The leader also delegates more power
and responsibilities to in-group members. Oppositely, out-group members only have a
general relationship with the leader and do not receive any extra supports. Compared
with the out-group members, the in-group members tend to have more opportunity for
participation in vital decision-making and job promotion.

Path-Goal Theory. The Path-Goal Theory (House, 1971) claimed the leader's
responsibility is to move out obstacles and to enhance stimulus for follower to achieve
individual and managerial goals. The leader intensifies subordinate motivation by either
clarifying the subordinate's path to the prizes that are available or intensifylagthe prizes

that the subordinate values and desires. The Path-Goal theory identified four leadership
styles such as, directive, supportive, participative and achievement-oriented styles. The
directive leader gives explicit guidance of performance to subordinates. The supportive
leader focuses on humanistic concerns and actively provides supports for subordinates.
The participative leader seeks participation from subordinates for decision-making. The

achievement-orientated leader positions high goals and anticipates subordinates to have
outstanding performances.
The Path-Goal theory also proposed two important situational contingencies as
the personal characteristics of group members and the work environment. Similar to
Hersey and Blanchard's maturity level, personal characteristics of group members
includes the factors of ability, skill, and enthusiasm. The factors of the work
environment contingency include the nature of task contents, organizational management,
and the culture of the group. Lussier & Achua (2001) indicated the contribution of the
Path-Goal theory was proposing pertinent situational variables for leaders to consider
about motivating subordinates. However, Dubirn (2004) indicated managers have
difficulty applying this theory in practice as it contains complicated paradigms.
Transformational Leadership Theories

Doyle and Smith (1999) indicated the fourth generation and the most updated
leadership theory is the Transformational theory. The concept of Transformational
leadership was introduced by Burns (1978), and developed by Bass (1985). Margaret
(2003) pointed out that the most current leadership behavior model was Bass
Transformational and Transactional Leadership Model. Some leadership theories are
related to Transformational leadership theory such as Charismatic leadership,
Transactional leadership, Transformational leadership; and The Leadership Practice
Model. Each theory is described as below:
Charismatic Leadership

Dubrin (2004) defined charisma as the unique trait of a person that causes others
to desire being guided by him or her. Bass (1 985) identified charisma as one of the

components of transformational leadership. Smith, Montagno, and Kuzmenko (2004)
argued that transformational leadership originated from charismatic leadership.
Conger and Kanugo (1987) proposed the charismatic model based on the
assumption that charisma is an attribution phenomenon. This model identified the
behavioral components of charisma. The major features of this theory are summarized by
the following points: (a) Visionary: Charismatic leaders are prospect-oriented. Vision
refers to specific foresight sharing with followers; @) Risk taking: Charismatic leaders
are more likely to take personal risk and earn the trust of followers; (c) Use of
unconventional approaches: Charismatic leaders use innovative approaches to solve
problems based on the personality of risk taking and unique vision; (d) Precise evaluation
of the situation: Charismatic leaders are sensitive to the environment, the mind of the
followers to identify their plans; (d) Expression of self-confidence: The self-confidence
of a charismatic leader facilitates the communications with followers and encourages the
followers to reach the goal; (e) Follower disillusionment: The charismatic leader may be
capable of expressing dissatisfaction with the old ways of doing things, and set the phase
for proposing new approaches; and ( f ) Employ personal power: Charismatic leader uses
personal characteristic power (expert and referent) to influence followers.
Rowden (2000) conducted an empirical study that measured the relationship
between charismatic leadership behaviors and organizational commitment. The author
used a non-experimental, quantitative design and questionnaire survey form 245
respondents. In this study, six dimensions of charismatic leadership behaviors, including
vision and articulation, sensitivity to member needs, environmental sensitivity,
unconventional behavior, taking personal risk, and not maintaining the status quo were

researched. The instrument measuring charismatic leadership was a C-K scale. The
instrument measuring organizational commitment was the Organizational Commitment
Questionnaire. The major findings indicated: (a) Leader's sensitivity to member's needs
is correlated to organizational commitment; and (b) Precise and articulated visions seem
related to commitment. This study has implications for Human Resource Departments as
change agents in an organization. By shaping the leader's charismatic behaviors, this
study suggested charismatic behaviors may strengthen organizational performances.
Transactional Leaderslzip

Burns (1978) indicated Transactional Leader behaviors involved an exchange of
interests between the leader and the follower, such that the leader provided rewards in
return for the subordinate's effort. Bass (1985) identified two main factors of
transactional leadership behavior as Contingent Reward and Management-by-Exception.
Contingent Reward means the leader utilizes the procedure of exchanging rewards to
motivate followers to achieve expectations. Management-by-Exception means the leader
reviews followers' work and takes corrective actions to push followers' performances to
meet expectations. The transactional leadership theory was adapted to business and
industrial situations. Bass (1985) argued the most often exhibited leadership style in
business and industry is transactional leadership.
TransformationalLeadership

Burns (1978), a political scientist, was the first person to introduce the concept of
Transformational leadership. In his book "Leadership", Burns (1978) indicated that the
transformational leader motivates followers to achieve desired performance by changing
the followers' value and improving the followers' willingness to sacrifice personal

interests to achieve the organizational goal rather than focus on exchanging interests.
Although Bums focused on political leadership, the management scholar, Bass (1985),
expanded Burn's transformational concept to depict leaders engaged in transforming
organizational changes and motivating followers to achieve higher goals.
Bass (1985) proposed a theory of transformational leadership established on the
earlier theories of Bums and identified the four major factors in transformational
leadership as charisma, inspiration, intellectual stimulation, and individualized
consideration. The Charismatic Leader has foresight, is respected and trusted by
followers who strongly identify with himlher. The Inspirational Leader's
communications facilitate optimism and enthusiasm for the tasks. The Intellectual
Stimulation Leader encourages creativity among followers and stimulates followers to
look at situations in new ways. The Individualized Consideration Leader provides
personal attention to members. The leader mentors and coaches followers, and gives
personal feedback to motivate personal development. Bass (1985) also argued that
intellectual stimulation was the most critical factor when organizations face the condition
of instability or the stress for development. Podsakoff, MacKenzie, Moorman, and Fetter
(1990) also proposed six major components in transformational behaviors as articulating
a vision, providing an appropriate model, fostering the acceptance of a group goal, high
performance expectation, providing individualized support, and intellectual stimulation.
MacKenzie, Podsakoff, and Rich (2001) indicated Transformational Leadership
has become as one of the leading leadership paradigms. Hartsfield (2003) stated the
influence of transformational leadership on individuals and organizations was evidently
supported by research studies. In 1996, Pany indicated transformational leadership was

shown to enhance the achievement of transactional leadership. Overall, transformational
theory was the principal theory used to examine leader behaviors with well-developed
propositions and strong empirical supports.
Northouse (2001) listed the strengths of the transformational leadership theory to
include: (a) Transformational leadership theory had been broadly researched in many
different settings. Numerous dissertations and researches have demonstrated the value of
this theory and managerial implications; and (b) Transformational leadership theory
provided a model for leaders to change followers' beliefs and to improve followers'
morale for transforming the organization and exceeding followers' self-interests for the
interests of the organizations.
Northouse (2001) also indicated the weakness of transformational leadership
included: (a) One weakness of transformational leadership theory was that it has not clear
operational definitions and some definition were overlapped; (b) For the points of
managerial application, training in transformational leadership may be challenging due to
encompassing the factors of personality characteristics; and (c) For the points of
managerial implication, transformational leader may have the potential risk of misleading
the development of the organization as leaders may possess conflicting visions or values.

TransactionalLeadership Versus Transformational Leadership
Bums (1978) was the first scholar to distinguish between the transactional leader
and the transformational leader. Burns (1978) claimed transactional and transformational
leadership are at two opposite ends of a scope. The leaders are either transactional or
transformational in style. However, Bass (1 985) indicated that the nature of
transformational leadership and transactional leadership are different, but are not

exclusive. Moreover, the transformational leadership augments the influence of
transformational leadership. Additionally, Daft (1 999) indicated the differences between
transactional and transformational leadership were as follows:

1. Transactional Leadership focuses on maintaining an organization operating stably and
effectively based on day-by-day short term outcomes. Oppositely, Transformational
Leadership emphasizes the leader's capability to engage in major changes for
organization's policy and development in long term success;

2. Transactional Leadership focuses on the interest transaction or exchange procedure
between leaders and followers, while the exchanges involve goods that are particular,
physical, and accountable. However, Transformational Leadership focuses on
insubstantial nature, such as foresight and shared value to motivate followers in the
change process.
Transformational Leadership in Sales Managers
Bridges (1994) argued the role of sales managers has changed from traditional
supervising functions to a mentoring and counseling position. Shoemaker (1999) also
indicated the effective leadership skill is a key determinant factor for sales managers to
achieve the best effectiveness for sales management. Rich (1997) claimed sales
manager's leadership style played a key factor to influence sales associates' behaviors for
sales assignments.
Rich (1 997) conducted a study regarding the effectiveness of a sales manager as a
role model on trust, job satisfaction, and performance of sales associates. This researcher
used a non-experimental and quantitative design. Questionnaires were directly mailed to
the population consisted with 244 salesperson-manager dyads from 10 different U.S.

companies. One hypothesis of Rich's 1997 study was: The more sales managers exhibit
appropriate role-modeling behavior as perceived by sales associates, the greater the sales
associates' overall job performance. The result supported the hypothesis; and the major
findings of this study indicated that role modeling of sales managers had direct effects on
trust in sales associates and indirect effects on job satisfaction and overall performance.
Bass (1997) indicated the majority of the researches in sales environment revealed
transactional leadership as the most common paradigm. However, as the
transformational leadership style focused on long-term organizational outcomes and
improving the work atmosphere, recent research has focused on how transformational
leadership applies to the sales management situation (Martin & Bush, 2003). Jolson et al.
(1993) claimed transformational sales managers may establish motivational environment,
strengthen the sales associates' belief, and stimulate sales associates' potential
capabilities to achieve a better outcome than originally expected.
Mackenzie et a1.(2001) conducted a research that examined the impact of
transformational and transactional leadership behaviors on sales performance and
organizational citizenship behaviors of sales associates. This researched used a nonexperimental and quantitative design with a non-probability sample. The sample
consisted of 477 sales associates fiom a large national insurance company.
The instrument of Transformational Leadership Behavior Inventory (TLI) was
applied to measure the behaviors of sales managers. Each sales associate' job
achievements were assessed using company record. The major findings indicated: (a)
Transformational leader behaviors enhanced the influence of transactional leader
behaviors; (b) Transformational leader behaviors influenced followers to have a better

performance than transactional leadership behaviors; and (c) Since the transactional
leadership behaviors had positive effects on sales associates' performances, sales
managers should not disregard the potential influences of transactional leadership
behaviors. This study suggested that sales managers should pay more attention to
transformational leadership practices. This study also suggested future research areas
encompassing: (a) the relationship between transformational leadership and a sales
associate's goal orientation; and (b) the effects of transformational leadership on sales
associates' job attitudes and turnover.
Leadership Practices Model
Kouzes and Posner (1987) introduced the Leadership Practice Model, which was
supported by the measurement scale of the 30 item of Leadership Practice Inventory.
The major components in this theory were the five leadership practices, such as: (a)
challenging the process: explore the opportunity, learn from experiment, and take risk;
(b) inspiring a shared vision: imagine the future and enroll others; (c) enabling others to

act: foster teamwork and strengthen others; (d) modeling the way: build up the model and
arrange small success; and (e) encouraging the heart: identify individual contributions
and praise achievements.
Shoemaker (1999) indicated the major concept in the five practices of Kouzes and
Posner model was recognized primarily as the Transformational Leadership. In 1997,
Fields and Herold claimed the five practices of Kouzes and Posner model has wellbalanced between the factors of transactional and transformational behaviors. This
theory has been empirically examined in different situations including sales populations
(Shoemaker, 1999; Shoemaker, 2003).

Leadership Measurement

Some instruments and questionnaires have been developed and used to study and
measure different theories and measures of leadership. Tirmizi (2002) identified three
instruments that have been most widely used for leadership research as the Leader
Behavior Description Questionnaire (LBDQ), the Multifactor Leadership Questionnaire
(MLQ), and the Leadership Practices Inventory (LPI). Each instrument is described
below:
Leader Behavior Description Questionnaire (LBDP)

Leader Behavior Description Questionnaire (LBDQ) was developed by Ohio
State University researchers (Halpin & Winer, 1957) to study leadership behaviors. The
LBDQ has two dimensions of leadership (consideration and initiation of structure). The
version in 1957 contained forty items on a five-point Likert scale. The LDBQ has been
modified into several different versions that added both complexity and items.
Multifactor Leadership Questionnaire (MLP)

MLQ was original developed by Bass (1985) for measuring transactional and
transformational leadership behaviors. This instrument has forty-seven items on a fivepoint Likert scale. There are two dimensions for measuring transactional leadership
behaviors, such as, contingent reward (seven items) and management-by-exception (six
items). There are three dimensions for measuring transformational leadership behavior,
such as, charismatic leadership (eighteen items), individualized consideration (seven
items), and intellectual stimulation (three items).

Leadership Practices Inventory (LPI)

Leadership Practice Inventory (Kouzes & Posner, 1987) was designed to measure
the Leader Practice Model. Leadership Practice Inventory (LPI), a self-instrument, is a
thirty-item questionnaire and participants rate themselves on the five practices behaviors
in that Leader Practice Model. Each of the five practices consists of six behaviors.
Job Satisfaction
Job Satisfaction Theory

In 1974, Churchill, Ford and Walker conceptualized job satisfaction as various
factors relating to the job-itself and work environment which sales associates find
rewarding, accomplishing, and gratifying, or discouraging and ungratifymg. Durst and
DeSantis (1997) claimed job satisfaction was a result of many different variables
influencing workers. In addition, studies indicated demographic factors, age, gender,
race, and education, have significant effects on job satisfaction. For example, elder
workers are more probable to be satisfied than younger workers (Devaney & Chen, 2003):
In 1999, George and Jones proposed a model for the determinants of job
satisfaction that caused different workers to be satisfied or dissatisfied with a job. The
four determinants are: (a) personality: personality is the way a person perceives, thinks,
and acts. An individual's personality shapes how people sense a jobs or job satisfaction;

(b) work value: work values reproduce workers' belief about job result and have an
influence on the perceptions of job satisfaction. The work value was divided into two
categories: intrinsic work value and extrinsic work value. Intrinsic work values are those
that are related to a specific interest in the activities of the work itself. Extrinsic work
values are those values that are related to the outcome of work; (c) the work situation: the

work situation includes the tasks a worker performs, the interaction with colleagues,
customers, and superintendents, the environment of work, and the manner in which the
organization cares for a worker (working hours, job security, and the compensations); and
(d) social influence: social influence represents the factors (for example: organizational
culture) that group members may affect worker's manners and deeds.
Gibson et al. (1997) researched motivational theory as central to job satisfaction
and divided this theory into two categories: content theories and process theories.
Content theories attempt to find out the exact and vital needs to motivate people. Process
theories depict and examine how behavior is invigorated, instructed, maintained, and
discontinued by external approaches for the individual. Daft (1997) also identified the
major Content theories were Maslow's Hierarchy of Needs theory, Two Factor theory,
and McCleliand's Need theory. Morrell(2004) identified the most well-known Process
theories were Equity theory and Expectancy theory. Each theory is described as below:
Maslow's Hierarchy of Needs theory. In 1943, Maslow introduced the wellknown Hierarchy of Needs theory, which has been the most recognized needs-based
theory. This theory identified the construct of five general levels of motivating needs.
The five levels are described from low to high as follows: {a) Physiological: the
essential requirements for human physiological needs includes food and water; (b) Safety:
people need a secure and safe physical and emotional environment and away from the
situation of intimidation; (c) Belongingness: people desire to be accepted, be cared, and
be loved by group members or colleagues; (d) Esteem: people desire to perceive attention,
recognition, respect and understanding from others; and (e) Self-Actualization: the

highest need type, people desires to prove their capability, to accomplish their
expectation of themselves, and to improve the competency.
According this theory, once a need is met, people will move to the next hgher
level of need. Bass (1985) stated the Maslow7sHierarchy of Needs theory was the
foundation in developing the concept of transactional and transformation leadership
theories. Gibson et al. (1997) pointed the Maslow's Hierarchy of Needs theory did not
address the subject of individual dissimilarities, and ignored the issue that people may
change their needs based on different situations.

Two Factor theory. In 1959, Herzberg introduced the Two Factor Theory. This
theory proposed the concept that two factors influence work motivation. The first factor,
called Hygiene Factors (Extrinsic factors), focused on the occurrence of job dissatisfiers,
such as, working conditions, compensations, organizational policies, and relationships
with others. When hygiene factors were weak, work was dissatisfymg. However, when
hygiene factors were strong, these features would not cause people to become highly
satisfied and motivated.
The second factor, called Motivators (Intrinsic factors), was found to influence
job satisfaction. The Motivators focused on the high level needs, such as
accomplishment, appreciation, responsibility, and prospect for development. This theory
claimed individuals perceive higher motivation and satisfaction when motivators are
strong. Oppositely, individuals will perceive dissatisfaction when the motivators are
weak. Therefore, a leader's responsibility is not only to eliminate the dissatisfiers, but
also to enhance the motivators to propel employees toward better accomplishment and

higher satisfaction. Gibson et al. (1997) argued the problems of this theory assumed
every individual was alike in needs, and the lack of precise quantitative criterion.
McCIelland's Need theory. In 1961, McClelland introduced the Learned Need

theory of motivation. This theory focused on higher-level need of satisfaction. This
theory proposed individuals are motivated by the three needs, such as achievement,
power, and affiliation. The need for achievement was defined as the willingness to take a
challenge, to accomplish the job with high standards, to endeavor to succeed, and to
exceed others. The need for power was defined as the attempt to own the authority to
influence or to rule others to achieve the target. The need for affiliation was defined as
the desire to build close interpersonal relationships with others.

Equity theory. In 1963, Adarns introduced the Equity theory. This theory
suggested that individual's motivation is based on people's perceptions of the fairness
and equality of work outcomes and inputs. The inputs included special skills,
competency, education, work experience, effort on the job, etc. that workers desired and
perceived as contributing to an organization. The outcomes included pay, fringe benefits,
promotional opportunities, job security, etc. that workers desired and received h m an
organization. People would like to compare with others in similar work situations and to
try to maintain equity for outcome-input ratio.
Expectancy theory. Expectancy theory (Vroom, 1964) made two assumptions: (a)

workers were motivated to seek positive outcomes and avoid negative outcomes, and (b)
workers were lucid, careful processors of information and workers applied information
to decide the extent of efforts. Basically, the Expectancy theory offered the following
constructs: h t , when deciding among behavioral options, individuals chose the alternative

with the greatest motivation force @IF). Second, the motivation was determined by three
major factors: (a) valence: valence meant the individual's perception for the value for the
result of the work; (b) instrumentality: the instrumentality meant individual estimated the
possibility to achieve the goal and evaluate the satisfaction for the reward from the result; and
(c) expectancy: the expectancywas a perception about the extent to which effort would result
in particular result. By describing how workers made choices, the Expectancy theory
provided managers with valuable insights on how to motivate workers to perform desired
behaviors and how to encourage workers to exert high levels of effort.
Job Satisfaction of Sales Associates

Shoemaker (2003) indicated Job satisfaction was one of the most generally
researched subjects in the sales management studies. Brown and Peterson (1993)
indicated that job satisfaction presented a significant job outcome for sales associates.
Futrell and Parasuraman (1984) indicated that sound perception of job satisfaction
resulted in lower turnover of sales associates, an essential cost for firms.
Pettijohn et al. (2002) conducted a study regarding the influence of sales
associates' skills, training and motivation (job satisfaction and urganization commitment)
on the practice of customer-oriented selling. The researchers used a non-experimental
and quantitative design of the sales associates in a retailing business. The sample
population was 220. The non-probability sample resulted in a response rate of less than
50%. The researchers used the drop-off method to deliver the questionnaires with
returning envelopes to ensure the respondents' anonymity. One of the specific
hypotheses was: There will be a positive relationship between sales associates who
exhibit high levels of job satisfaction and those individuals' customer-orientation levels.

Their findings supported hypotheses and revealed the importance of the relationship
existing between sales associates' job satisfaction and sales associates' customer-oriented
behaviors. This led to the conclusion: the firm should attempt to pay much attention on
both sales-force job satisfaction and organizational commitment to support the practice of
customer-oriented selling, which was regarded as a crucial determinant of a business's
long-term success.
Job Satisfaction Measurement

Various instruments have been created to measure the job satisfaction. George
and Jones (1999) identified three of the most popular instruments in measuring job
satisfaction as the Minnesota Satisfaction Questionnaire (MSQ), the Job Descriptive
Index (JDI), and the Face Scale. Each instrument is described as below:
Minnesota Satisfaction Questionnaire (MSP). The MSQ was developed by

Weiss, Dawis, England, and Lofquist in 1967. The MSQ was designed to measure an
employee's satisfaction with hisher job. There were two forms of the MSQ, the long
form and the short form. Responses to the MSQ items were based on a five-point Likerttype scale. The long forms of the MSQ contained 100 items, consisted with 20 factors to
measure job satisfaction. The short form of the MSQ contained 20 items to measure
three dimensions of employeejob satisfaction, such as intrinsic job satisfaction, extrinsic
job satisfaction, and general job satisfaction.
Job Descriptive Index 0.
In 1969, Smith, Kendall, and Hulin proposed the

Job Descriptive Index. The Job Descriptive Index was designed to measure employees'
job satisfaction. This instrument used 72 items to measure five facets of job satisfaction.
Each facet contained either nine or eighteen items. The five facets were work itself, pay,

promotions, supervision, and co-workers. The JDI used three points for a "yes" response,
one point for a "?" response, and zero point for a "no" response instead of using
customary three, two, one point distribution found on most three-point scales.
The Face Scale. In 1955, Kunin proposed the Face Scale. The Face Scale was a
one-item global measure of job satisfaction. This instrument used six facial expressions
as the response format. Respondents were presented with faces ranging from "perfectly
delightful" to "deeply suffering". The respondents decided the "face" which best
represented their position or feeling.
The Relationship Between TransformationalLeadership in Sales Managers and Job
Satisfaction of Sales Associates

In 1996, Jones, Kantak, Futrell, and Johnson empirically found that leadership
behaviors of sales managers directly and indirectly influenced job satisfaction of sales
associates. Recently, researchers have changed their focus to transformational leadership
model as a substitute sales management approach (Humphreys, 2002).
In 2001, Sparks and Schenk conducted a quantitative study to examine the
relationship between transformational leadership and effect (cohesion, job satisfaction,
effort, and work performance) in multilevel marketing organizations. One of the
hypotheses was: transformation leadership would be positively related to employee's job
satisfaction. A probability sampling plan resulted in sample of 736 and a response rate of
39%. The transformational leadership was measured by the instrument of
Transformational Leadership Inventory (TLI). The job satisfaction was measured by the
instrument of Job Diagnostic Survey. The result supported the hypotheses and offered

the notion that transformational leadership indeed transformed followers by encouraging
workers to perceive higher expectation in their employment.
Dubinsky et al. (1995) conducted an empirical study to examine the influence of
transformational and transactional leadership behaviors of sales manager on sales
management. The sales management contained 11 factors, including job satisfaction,
commitment, and role conflict. The authors used non-experimental, correlation analysis,
and quantitative design. The 200 participants were consisting of sales managers and sales
associates in a multinational medical product company. The instrument for measuring
leadership behavior was the Multifactor Leadership Questionnaire (MLQ). The
instrument for measuring job satisfaction was the Job Diagnostic Survey with three items.
The findings supported the hypothesis that sales manager transformational leadership is
positively related to sales associate's job satisfaction, commitment, extra effort, and
performance. Although the author successful explored the relationship between
transformational leadership and job satisfaction, the weaknesses of this study were
including: (a) The instrument of job satisfaction was too simple to produce more
managerial implications; (b) The author did not conduct comprehensive research to
explore the relationship between the different transformational leadership variables and
sales management; and (c) The author did not conduct comprehensive research for the
relationship between sales associates' personal demographic factors and transformational
leadership of sales managers or sales management.
Shoemaker (1999) conducted a study which explored the relationship between
five leadership practices (Kouzes & Ponser, 1987), and self-efficacy, role clarity and job
satisfaction of individual industrial sales associate. This researcher used a non-

experimental, quantitative design, and non-probability sample design. A total of 277
survey questionnaires were directly mailed to sales associates from a single electrical
control component manufacturer. The response rate was 57 %. The instrument of the
leadership behaviors was the Leadership Practice Inventory (LPI). Job satisfaction was
measured by the scale of INDSALES that was designed to examine the unique
environment of industrial sales associates. The findings presented the five leadership
practices of sales managers had a significant relationship with job satisfaction for sales
associates, but no association with self-efficacy of sales associates. The managerial
implication indicated that sales manager using the five leadership practices may
positively impact individual sales associate.
Summary of Literature Review
Theoretical Literature

This theoretical literature reviews examined leadership and job satisfaction
theories, and explored several theories that applied to sales management. Leadership has
long been a key topic in several disciplines in business management. Without effective
leadership at various levels in an organization, profitability, productivity and
development may be difficult to measure.
The critical analysis examined different leadership theories based on historical
development. The four categories of leadership theories: trait theory, behavior theory,
contingency theory and transformational theory have been examined. The different
stages of leadership development identified the effort of researchers to ascertain the best
leadership practice to meet most organizational challenges.

The most updated leadership theory was transformational theory. As the business
environment has changed a great deal in the last few years, some issues, such as,
globalization, high technology and economic knowledge have dramatically impacted the
field of business management and the activities of sale associates. Transformational
leadership has been applied in business settings, and sales management situations as well
(Martin & Bush, 2003). Exploration of transformational leadership practices for sales
managers to improve the effectiveness of sales management (such as job satisfaction) and
sustainable development for sales associates would be valuable.
Empirical Literature
The literature review indicated only a few empirical studies that examined the
relationship between transformational leadership of sales managers and job satisfaction of
sales associates (Dubinsky et al., 1995; Mackenzie et al., 2003; and Shoemaker, 1999).
Most of these studies applied existing leadership models with fixed variables and job
satisfaction measurements to develop their research studies. The features of these studies
included: (a) mutual theories, such as transactional leadership, transformational
leadership, five practices of exemplary, and related job satisfaction theories; (b) reliable
and valid instruments of measurement for leadership practices and job satisfaction; and (c)
current and pertinent literature reviews in comparing and contrasting related theories and
related research.
These studies successfully presented the relationship between transformational
leadership in sales managers and the job satisfaction of sales associates. The results from
these studies indicated the transformation leadership of sale managers positively impacts
the job satisfaction of sales associates.

'

Expansion of the qualitative, quantitative or mix of studies and extension of these
research to new sites, industries, products and different organizations to explore the
relationship between sales manager leadership behavior and the job satisfaction of sales
associates is needed. The expansion of empirical studies may contribute significant
knowledge, generate managerial applications and benefit further study.

CHAPTER 111: RESEARCH METHODOLOGY
Introduction
The purpose of this research was to examine (a) the relationship between
transformational leadership of sales managers and job satisfaction of sales associates in
the FMCG industry in Taiwan; (b) the relationship between transformational leadership
of sales managers and personal demographic factors of sales associates, such as, gender,
age, years of service, education level, and marital status in the FMCG industry in Taiwan;
(c) the relationship between job satisfaction of sales associates and personal demographic
factors of sales associates, such as, gender, age, years of service, education level, and
marital status in the FMCG industry in Taiwan; (d) generate the recommendations for
managerial application; and (e) identify areas for future scholarly inquiry.
Rationale and Assumptions
The rationale for this research was that previous studies supported sales
manager's transformational leadership as having a vital influence on the job satisfaction
of sales associates (Dubinsky, et al., 1995; Shoemaker, 1999). Research findings
indicated that job satisfaction was one of the most significant work attitudes to effect
behaviors of employees in organizations (George & Jones, 1999). The assumption of this
research is that sales associates' perception of transformational leadership from sales
managers had significant impact on the perception of job satisfaction for sales associates
in the FMCG industry in Taiwan.
Research Design
The design of this research was a quantitative, non-experimental, and correlation
study with multiple regression analysis. The quantitative methodology described the

phenomena through numerous data collection and measured the variables through the
instruments. The correlation study measured relationships between relating variables
through using a correlation statistical technique to answer the research questions and to
test the hypothesis.

Population and Sampling Plan
Population

The sales associates working in multi-national sales organization of the Fast
Moving Consumer Good (FMCG) industry in Taiwan were selected as an acceptable
population for this research study. Any individuals (age over 20), who were full-time
sales associates working in the FMCG industry, reporting to sales managers, and living in
Taiwan were eligible to participate in this study. The researcher identified the inclusion
criteria for any participant who were eligible in this proposed research must meet the
following criteria.

1. Must be adults living in Taiwan;
2. Must be the full-time sales associates working in multi-national companies in the
FMCG industry in Taiwan; and
3. Must have one sales manager to directly report to.

The research also identified the exclusion criteria for any participant must be
rejected in this proposed research if any of the following criteria were met.

1. Was not an adult (age not older than 20);
2. Did not live in Taiwan;

3. Was not a full-time sales associate working in a multi-national companies in the

FMCG industry in Taiwan; and

4. Did not have one sales manager to directly report to.
Sampling Plan

To ensure the response rate, this research used the method of convenience
sampling. The first stage involved convenience sampling and the second stage used
random sampling. After contacting senior managers of companies in the FMCG industry
of Taiwan, four companies agreed to participate in this research. Then, the researcher
applied the method of random sampling. Each company randomly selected 50 sales
associates to participate by completing a questionnaire. A total of 200 sales associates
participated this study.
Rationale for Sample Size

The researcher suggested the sample size for this research contain at least 200
individuals, while the minimum required sample size of this research was 50 valid cases.
The rationale (Dembowski, 2003) for the sample size is depicted as follows.
1. In this research, the total numbers of independent variables (the five facets of
transformational leadership: charisma, inspirational motivation, intellectual stimulation,
individualized consideration, and vision) were five.
2. For applying a multi-regression test, each independent variable needed 10 valid
samples. There were five independent variables in this multi-regression equation, so
the required numbers of valid samples was 50.
3. In order to avoid the possibility of invalid questionnaires or low response rate, the

researcher suggested adding another 150 valid cases and the sample size will be at least
200.

Procedure: Data Collection and Ethical Aspects of the Study
Data Collection

The method of data collection was a self-administered survey questionnaire and
the form of the questionnaire was hard copy only. Each company received 50 copies of
the questionnaires. The hard copies of the questionnaires were distributed to sales
managers directly. For each company, the sales associates were selected randomly by
their managers to participate in this survey. Each copy of the questionnaire also included
a self-stamped and self-addressed return envelope. AAer filling out the questionnaire,
sales associates placed the questionnaire in the self-stamped and self-addressed return
envelope and directly mailed it back to the principal investigator.
Ethical Aspects of the Study

In consideration of ethical aspects, each copy of the questionnaire was
accompanied by a consent letter written from the original author indicating the purpose of
this research, the anonymity, and rights of each participant. Each copy of the
questionnaire included a self-stamped and self-addressed return envelope. This was an
anonymous survey. The participants were not identified and data was reported as
"group" responses. After the participant completed the questionnaire, the participant
placed the questionnaire into the self-stamped return envelope and mailed it back to the
principle investigator directly to ensure the anonymity and to protect participants.
The Result of Data Collection

After 200 survey questionnaires were distributed to the participants, responses
were obtained from 133 sales associates, providing a response rate of 67%. There were
10 invalid responses which were answered incompletely and in a careless manner. After

deducting 10 invalid responses because portions were left unanswered by the respondent,
the total number of valid responses was 123, providing an adjusted response rate of 62%.
Instrumentation

Based on the purpose of this study, three instruments were adopted in that
measured three variables: personal demographic factors, transformational leadership and
job satisfaction. The first section of the instrument -The questionnaire of personal
demographic factors was developed by researcher to collect basic personal information
from participants. The second section of the instrument - The Transformational
Leadership Questionnaire designed by Ju (2002) was applied to measure the perception

of sales associates on sales managers' transformational leadership in this research. The
third section of the instrument - The Job Satisfaction Questionnaire designed by Yen
(2002) was applied to measure the perception of job satisfaction from sales associates in
this research. Both TransformationalLeadership and Job Satisfaction Questionnaires
were designed especially for the social culture and environments in Taiwan, and had high
estimates of reliability (Ju, 2002; Yen, 2002). Each instrument is described as follows:
Instruments for Personal Demographic Factors

The purpose of the Profile of Personal Demographic Factors in this study was to
collect the basic personal data of the participants. The personal demographic factors
included five items, encompassing gender, age, years of service, education level, and
marital status for each participant (see Appendix A).
Instruments for Measuring Transformational Leadership

Sales manager's transformational leadership was measured by the
TransformationalLeadership Questionnaire designed by Ju (2002). This instrument

contained five facets, such as charisma, inspirational motivation, intellectual stimulation,
individualized consideration, and vision along with 25 items (each facet has five question)
measuring the conception of followers in transformational leadership, based on a fivepoint Likert-type scale. The internal consistency as an estimate of reliability of Ju's
(2002) transformational leadership questionnaire ranged from .89 to .92.
Because this research was conducted in the sales domain, the researcher modified
language in Ju's questionnaire. For example, the title of "principle" was replaced by the
title of "sales manager" and the word "school" was changed to the word "organization".
In addition, due to concern for the limited time of the participants, the researcher selected
only 15 questions in this research (see Appendix A). Each facet has three questions. The
questions relating the facet to charisma were items 1,2 and 3. The questions relating the
facet to vision were items 4, 5 and 6. The questions relating the facet to inspirational
motivation were items 7, 8 and 9. The questions relating the facet to intellectual
stimulation were items 10, 11 and 12. The questions relating the facet to individualized
consideration were items 13, 14 and 15. The questionnaire was also based on the fivepoint Likert-type scale, where Strongly Disagree = one point, Disagree = two points,
Neutral = three points, Agree = four points, and Strongly Agree = five points. The lowest
score was 15 points and the highest score was 75 points. The researcher also conducted
the reliability analysis for the 15 items, the internal consistency as an estimate of
reliability exceeded .84 (see Appendix G).

Instruments for Measuring Job Satisfaction
Sales associate's job satisfaction was measured by the Job Satisfaction

Questionnaire designed by Yen (2002). This instrument contained two factors that
measured the conception of sales associates in job satisfaction, intrinsic (12 items) and
extrinsic job satisfaction (8 items) with 20 items on a five-point Likert-type scale.
Overall job satisfaction was the sum of the two factors. The internal consistency as an
estimate of reliability of this instrument ranged from .79 to .88.
Due to the concern for the limited time of the participants, the researcher selected
only 15 questions for this research (see Appendix A). Intrinsic Job Satisfaction contained
nine items (item l,2,4, 5, 6,7, 11, 12, 15). Extrinsic Job Satisfaction contained six
items (item 3, 8,9, 10, 13, 14). The questionnairewas also based on the five-point
Likert-type scale, where Strongly Dissatisfied = one point, Dissatisfied = two points,
Neutral = three points, Satisfied = four points, and Strongly Satisfied = five points. The
lowest score was 15 points and the highest score was 75 points in this instrument. The
researcher also conducted the reliability analysis for the 15 items, the internal consistency
as an estimate of reliability exceeded .78 (see Appendix G).
Data Analysis Plan

The SPSS (Statistical Package for the Social Science) Software (1 1.0 version) was
adapted as the statistical tool for data analysis in this proposed research. The confidence
level (level of statistical significance) used in this study was identified as p5.05.
Numerous statistical techniques were used for data analysis in this research. A t-test and
One-Way ANOVA were applied to research questions one and two. The approach of
Pearson Correlation was applied to test the research hypothesis and Multiple Regression

Analysis was applied to research question three. The details of approaches for data
analysis are described as follows:
Managing the Data

After removing invalid questionnaires which were answered incompletely and
Carelessly by respondent, each copy of the questionnaire was numbered with three digits
fiom 001 to 200 for an ID number. All response answers were edited in a SPSS data file
by different categories and variables. The categorical variables (for example, gender or
marital status) were "dummy-coded" as numeric codes (for example, O=rnale and
l=female) to present data.
Descriptive Statistics

The frequency counts (for example: percentages) were applied to analyze the
distribution of personal demographic factors (gender, age, years of service, marital status,
and educational backgrounds). The measurements of central tendency (mean) and
variability (standard deviation and variance) were adapted to analyze the data.
t-Test

An independent-sample t-test was utilized to examine sample distributions
of two groups which differed significantly fiom each other. In this research, the t-test
was applied to explore how the differences of sales associates' gender (two groups: male
and female) and marital status (married or single) influenced their conception of sales
manager's transformational leadership and job satisfaction.

One- WayANOVA
A one-way ANOVA examined the differences among groups. First, a one-way
ANOVA approach was applied to explore how the differences of the different groups of

sales associates' age, years of service, and education level influenced their conception of
sales manager's transformational leadership and job satisfaction. If the one-way
ANOVA test indicated there were any significant differences for different groups, the

approach of LSD (Least Significant Difference) was applied to conduct the Post Hoc
Multiple Comparisons test to indicate significant differences in comparisons of each
possible pair of levels of the categorical variable.
Pearson Correlation

This approach was applied to explore the correlation relationship of the
dimensions of two continuous variables (transformational leadership of sales managers
and job satisfaction of sales associates). In this research, the variable of transformational
leadership had five facets (vision, charisma, inspirational motivation, intellectual
stimulation, and individualized consideration) and the variable of job satisfaction had
three facets (intrinsic job satisfaction, extrinsic job satisfaction, and overall job
satisfaction).
Multiple Regression Analysis

This approach was applied to explore the effects of five independent variables
(five facets of sales manager's transformational leadership: vision, charisma, inspirational
motivation, intellectual stimulation, and individualized consideration) on the overall job
satisfaction of sales associates. The value of r square explained the proportion of
variation in the independent variable when compared with the dependent variables. The

value of Beta explained the weight of effect of each independent variable on the
dependent variable. The example of multiple regression equation of this research is as
follows:
Y = a + blXl + b2X2 + b3X3+ b4X4+b5X5

Y: Dependent variable (Overall Job Satisfaction)
a: A constant
b: The regression coefficients (or B coefficients)
XI: Independent variable (Charisma)

X2: Independent variable (Vision)

X3: Independent variable (Inspirational Motivation)
X4: Independent variable (Intellectual Stimulation)
X5: Independent variable (Individualized Consideration)

CHAPTER IV: RESULTS
This section presents the statistical results to answer research questions one, two,
and three and the research hypothesis. The section begins with discussion of personal
demographic factors. Next, the section presents the results of the perception of
transformational leadership and job satisfaction from sales associates. Finally, this
section presents the test results for research question one, research question two, research
hypothesis, and research question three.
Personal Demographic Background
Table 1 summarizes the demographic information of the valid samples. In the
category of gender, the majority of the respondents (63.4%) were male and 36.6 % were
female. The groups of age included 8.9% (lowest) of the age range being 20-24 years old,
14.6% of the age range being 25-29 years old, 21.1% of the age range being 30-34 years
old, 28.5% (highest) of the age range being 35-39 years old, and 26.8% of the age range
being over 40 years old. The data indicated over half (55%) of sales associates' ages
were over 35. The question regarding educational background included responses
encompassing that 17.9% graduated from high school, 27.6% graduated ffom college,
45.5% held a (highest) bachelor degree, and 8.9% (lowest) had a masters degree. The
data revealed over half (54.4 %) of sales associates had attained a bachelors or higher
degree, and 82.0% of sales associates had earned an educational degree above the college
level. The question regarding years of service included 33.3% of the range less than 3
years, 22.0% of the range 4-6 years, 16.3 % of the range 7-9 years, and 28.5% of the
range over 10 years. The question regarding marital status included married (62.6 %),

single (37.4%), and others 0%. The majority of sales associates in this study were

Table 1
Sumrnaly of Demographics Information

Variable
Gender

Age

Education

Yrs of Service

Marital

Value Label
Male
Female
Total
20-24
25-29
30-34
35-39
Over 40
Total
High school
College
Bachelor
Master
Total
Less 3
4-6
7-9
Over 10
Total
Married
Single
Total

Frequency
78
45
123
11
18
26
35
33
123
22
34
56
11
123
41
27
20
35
123
77
46
123

Percent
63.4
36.6
100
8.9
14.6
21.1
28.5
26.8
100
17.9
27.6
45.5
8.9
100
33.3
22.0
16.3
28.5
100
62.6
37.4
100

Perception of Transformational Leadership and Job Satisfaction from Sales
Associates in the FMCG Industry in Taiwan

This section examines the sales associates' perception of transformational
leadership from their sales managers and sales associates' perception of their job
satisfaction in the FMCG industry in Taiwan based on the questionnaire survey. Based

on a five-point Likert-type scale, the score ranged from one to five, where 1 = Strongly
DisagreeIStrongly Dissatisfied, and 5 = Strongly AgreeIStrongly Satisfied. Applying the
techniques of frequency and descriptive statistics to analyze the result of the
questionnaire survey, the results are described as follows:

Perception of Transformation Leadership for Sales Associates
Based on the scores from the perception of sales managers' transformational
leadership from sales associates, the values of mean and standard deviation of each facets
of transformational leadership, including overall transformation leadership, are
summarized in Table 2.
Table 2
The Perception of Transformational Leadership Scale of Sales Associates

Variable
Inspirational motivation
Charisma
Vision
Intellectual stimulation
Individualized consideration
Overall transformational leadership

N
123
123
123
123
123
123

M
3.54
3.51
3.49
3.46
3.35
3.47

SD
0.78
.0.82
0.81
0.77
0.83
0.71

Order
1
2
3
4
5

Note. N = total number in a sample. M = mean. SD = standard deviation.

The score was also based on the five-point Likert-type scale, where Strongly
Disagree = one point, Disagree = two points, Neutral = three points, Agree = four points,
and Strongly Agree = five points. The descriptive statistics in Table 2 revealed the mean
scores for each facet of transformational leadership from high to low was inspirational
motivation (3.54), charisma (3.51), vision (3.49), intellectual stimulation (3.46), and
individualized consideration (3.35). The highest score was the facet of Inspirational

Motivation (3.54) and the lowest score was the facet of Individualized Consideration
(3.35). The mean score of overall transformational leadership was 3.47, which ranged
between the scale of the Neutral (3.00) and the Agree (4.00), out of a 5 point Likert type
scale of agreement. This analysis indicated the scores of sales associates' perceptions of
their sales managers' overall transformational leadership was higher than the level of
Neutral (3.00)' but still did not meet the level of the scale for Agree (4.00).
Perception of Job Satisfaction for Sales Associates

Based on the scores from the perception of associates' job satisfaction, the values
of mean and standard deviation of two facets of job satisfaction, including overall job
satisfaction, are summarized in Table 3.
Table 3
The Perception of Job Satisfaction Scale of Sales Associa,tes

Variable
Intrinsic satisfaction
Extrinsic satisfaction
Overall satisfaction

N
123
123
123

M
3.52
3.27
3.42

SD
0.64
0.63
0.58

Order
1
2

Note. N = total number in a sample. M = mean. SD = standard deviation.

The score was based on a five-point Likert-type scale of satisfaction, where
Strongly Dissatisfied = one point, Dissatisfied = two points, Neutral =three points,
Satisfied = four points, and Strongly Satisfied = five points. Table 3 revealed mean
scores of sales associates' intrinsic job satisfaction (3.52) was higher than the facet of
extrinsic job satisfaction (3.27), but both values were very close. The mean score of
overall job satisfaction was 3.42, ranging between the scale of the Neutral (3.00) and the
scale of Satisfaction (4.00). The result from this analysis revealed the sales associates'

perception on their job satisfaction was higher than the level of Neutral (3.00), but still
did not meet the level of Satisfaction (4.00).
Research Question One: Does a Significant Difference Exist Between the Personal
Demographic Factors of Sales Associates and the Perception of Sales
Managers' Transformational Leadership from Sales Associates
in the FMCG Industry in Taiwan?

This section examines research question one: Does a significant difference exist
between the personal demographic factors of sales associates (gender, age, years of
service, education level, and marital) and the perception of sales managers'
transformational leadership by sales associates? Applying statistical techniques, such as
t-test and one-way ANOVA (including LSD approach) to analyze the results of the
questionnaire survey, the results for each demographic factor are described as follows:
The Relationship Between Sales Associates' Gender and Their Perception of
TransformationalLeadership

The researcher applied independent-samples t-test to examine the relationship
between sales associates' gender and their perception of transformational leadership. The
independent-samples t-test results are summarized in Table 4.

Independent-Samples t-testfor the Relationship Between Sales Associates' Gender and
Their Perception of Transformational Leadership
Variable
Charisma
Vision
Inspirational
Intellectual
Individualized
Overall TF

Gender
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female
Male
Female

N
78
45
78
45
78
45
78
45
78
45
78
45

M
10.73
10.20
10.51
10.38
10.77
10.38
10.64
9.96
10.28
9.67
52.92
50.58

SD
2.36
2.60
2.41
2.53
2.26
2.51
2.30
2.29
2.28
2.82
10.16
11.48

t
1.16

0.249

0.29

0.769

0.89

0.376

1.60

0.113

1.32

0.190

1.18

0.242

P

Note. N = total number in a sample. M = mean. SD = standard deviation. t = computed value of t-test.

This independent-sample t-test analysis indicated that the means of male and
female in each facets did not differ significantly at thepL.05 level. These results
suggest that males and females experienced similar perceptions of their sales managers'
transformational leadership. Therefore, the results from this analysis indicated there was
no significant difference between the sales associates' gender and their perceptions of
sales managers' transformational leadership.

The Relationship Between Sales Associates' Ages and Their Perception of
Transformational Leadership
The one-way ANOVA Test was applied which examined the relationship between
sales associates' ages and their perceptions of transformational leadership. There were
five groups according to the ages of sales associates in this research, including 20-24

years old, 25-29 years old, 30-34 years old, 35-39 years old, and over 40 years old. The
ANOVA results are summarized in Table 5.
Table 5
One- Way ANOVA Testfor the Relationship Between Sales Associates 'Ages and Their
Perception of TransformationalLeadership

Variable
Charisma

Vision

Inspirational

Intellectual

Individualized

Overall TL

Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total
Between Groups
Within Groups
Total

Note. SS = sum of square. MS = mean square. TL = transformational leadership

The ANOVA analysis revealed that the means of the five groups in each facet did
not differ significantly at thepL.05 level. Therefore, these results indicated that there
was no significant difference between the sales associates' ages and their perceptions of
sales managers' transformational leadership.

The Relationship Between Sales Associates' Years of Service in Company and Their
Perception of Transformational Leadership

The researcher applied an ANOVA that examined the relationship between sales
associates' years of service in company and their perceptions of sales managers'
transformational leadership. There were four groups according to the years of service of
sales associates in this research, including less than 3 years, 4-6 years, 7-9 years, and over
10 years. The ANOVA test results are summarized in Table 6.

One- Way ANOVA Testfor the Relationship Between Sales Associates' Years of Service in
Company and Their Perception of TransformationalLeadership
Variable
Between
Charisma
Groups
Within
Groups
Total
Between
Vision
Groups
Within
Groups
Total
Between
Inspirational Groups
Within
Groups
Total
Between
Intellectual
Groups
Within
Groups
Total
Between
Individualized Groups
Within
Groups
Total
Between
Overall TF
Groups
Within
Groups
Total
Note. SS = sum of square. MS = mean square.

The ANOVA analysis revealed that the means of four groups in each facet did not
differ significantly at thepL.05 level. Therefore, these results indicated that there were

no significant differences between the sales associates' years of service and their
perceptions of sales managers' transformational leadership.
The Relationship Between Sales Associates' Educational Background and Their
Perception of Transformational Leadership

The researcher applied an ANOVA which examined the relationship between
sales associates' educational background and their perceptions of sales managers'
transformational leadership. There were four groups according to the educational
background of sales associates in this research, including high school, junior college,
bachelor's degree, and master's degree. These test results are summarized in Table 7.

One- Way ANOVA Testfor the Relationship Between Sales Associates' Educational
Background and Their Perception of Transformational Leadership

Variable
Charisma

Between Groups
Within Groups
Total
Vision
Between Groups
Within Groups
Total
Inspirational Between Groups
Within Groups
Total
Intellectual
Between Groups
Within Groups
Total
Individualized Between Groups
Within Groups
Total
Overall TF
Between Groups
Within Groups
Total

SS

12.12
720.46
732.59
45.54
683.05
728.59
61.1 1
613.69
674.80
54.59
594.67
649.27
22.90
739.70
762.60
802.17
13099.31
13901.48

Note. SS = sum of square. MS = mean square.

The ANOVA analysis indicated that the means of the four groups in the facets of
overall transformational leadership, charisma, vision, and individualized consideration
did not differ significantly at thepL.05 level. However, the analysis revealed different
educational background groups in two facets, such as inspirational motivation ( p = .01)
and intellectual stimulation ( p = .015) of transformational leadership differ significantly
at thep<
-.05 level. Therefore, the approach of LSD was applied to conduct Post Hoc
Multiple Comparisons. The results of the LSD tests are summarized in Table 8.

Table 8

LSD Testfor the Relationship Between Sales Associates ' Educational Background and
Their Perception of Transformational Leadership
Variable
Charisma

Groups
1. High school
2. College
3. Bachelor
4. Master
Total
1. High school
Vision
2. College
3. Bachelor
4. Master
Total
Inspirational 1. High school
2. College
3. Bachelor
4. Master
Total
1. High school
Intellectual
2. College
3. Bachelor
4. Master
Total
Individualized 1. High school
2. College
3. Bachelor
4. Master
Total
Overall TF
1. High school
2. College
3. Bachelor
4. Master
Total

M
10.59
10.71
10.61
9.55
10.54
10.73
10.76
10.55
8.55
10.46
11.27
10.47
10.88
8.55
10.63
11.27
10.38
10.41
8.55
10.39
10.59
9.65
10.27
9.18
10.06
54.45
51.94
52.71
44.36
52.07

SD
2.94
2.46
2.16
2.88
2.45
3.15
2.16
2.15
2.58
2.44
2.73
2.54
1.86
2.34
2.35
2.31
2.41
2.05
2.42
2.31
2.94
2.62
2.21
2.52
2.50
12.90
11.06
8.81
11.42
10.67

LSD

Note. N = total number in a sample. M = mean. SD = standard deviation.

1&4
2&4
3&4

1&4
2&4
3&4

1&4
2&4
3&4

1&4
2&4
3&4

The LSD test revealed that significant differences were evident among the
different groups of educational background with regard to the facets of vision,
inspirational motivation, intellectual stimulation, and overall transformational leadership.
In the facet of vision, the means of high school (10.73), college (10.76), and bachelor's
degree (10.55) groups are higher than the master's (8.55) group. In the facet of the
inspirational motivation, the means of high school (1 1.27), college (10.47), and
bachelor's degree (10.88) groups are higher than the master's (8.55) group. In the facet
of the intellectual stimulation, the means of high school (1 1.27), college (10.38), and
bachelor's degree (10.41) groups are higher than the master's (8.55) group. In the facet
of overall transformational leadership, the means of high school (54.49, college (5 1.94),
and bachelor's degree (52.71) groups are higher than the master's (44.36) group.
The Relationship Between Sales Associates' Marital Status and Their
Perception of Transformational Leadership

There are two groups in the question, such as "married" and "single". Therefore,
the Independent-Samples t-test was applied which examined the relationship between
Sales Associates' Marital Status and their perceptions of transformational leadership.
The results were summarized in Table 9.

Independent-Samples t-test for the Relationship Between Sales Associates' Marital Status
and Tkeir Perception of TransformationalLeadership.
Variable
Charisma

Marital Status
Married
Single
Vision
Married
Single
Inspirational Married
Single
Married
Intellectual
Single
Individualized Married
Single
Married
Overall TF
Single

N
77
46
77
46
77
46
77
46
77
46
77
46

M
10.55
10.52
10.39
10.59
10.65
10.59
10.47
10.26
9.92
10.28
51.96
52.24

SD
2.36
2.62
2.49
2.39
2.37
2.35
2.22
2.47
2.40
2.67
10.45
11.15

t
0.05

0.959

-0.43

0.667

0.14

0.887

0.48

0.633

-0.77

0.441

-0.14

0.889

P

Note. N = total number in a sample. M = mean. SD = standard deviation. t = computed value o f t test.

This independent-sample t-test analysis revealed that the means of the married
group and the single group in each facet did not differ significantly at t h e p L 0 5 level.
Therefore, this result indicated that there was no significant difference between the sales
associates' marital status and their perceptions of sales managers' transformational
leadership.
Research Question Two: Does a Significant Difference Exist Between the Personal
Demographic Factors of Sales Associates and the Perception of Job
Satisfaction by Sales Associates in the FMCG Industry in Taiwan?
This section will examine research question two: Does a significant difference
exist between the personal demographic factors of sales associates (gender, age, years of
service, education level, and marital) and the perception of sales associates' job

satisfaction? The t-test and one-way ANOVA approaches were applied which analyzed
research question two. The results for each demographic factor are described as follows:
The Relationship Between Sales Associates' Gender and Their Perception of Job
Satisfaction

An Independent-Sample t-test was applied which examined the relationship
between sales associates' gender and their perceptions of job satisfaction. The results are
summarized in Table 10.
Table 10
Independent-Samples t-testfor the Relationship Between Sales Associates' Gender and
Their Perception of Job Satisfaction

Variable
Intrinsic Satisfaction

Gender
Male
Female
Extrinsic Satisfaction Male
Female
Overall Satisfaction Male
Female

N
78
45
78
45
78
45

M
32.04
31.04
19.87
19.22
51.91
50.29

SD
6.17
4.96
4.03
3.23
9.50
7.01

t
0.92

0.359

0.92

0.358

1.00

0.320

P

Note. N = total number in a sample. M = mean. SD = standard deviation. t = computed value oft test.

This independent-sample t-test analysis indicated that the means of males and
females in each facet did not differ significantly at thepL.05 level. Therefore, these
results explain that there was no significant difference between the sales associates'
gender and their perceptions of job satisfaction.
The Relationship Between Sales Associates' Ages and Their Perception of Job
Satisfaction

An ANOVA was applied which examined the relationship between sales
associates' ages and their perceptions of job satisfaction. There were five groups

encompassing ages 20-24 years old, 25-29 years old, 30-34 years old, 35-39 years old
and over 40 years old. The ANOVA results are summarized in Table 11.
Table 11
One-Way ANOVA Testfor the Relationship Between Sales Associates ' Ages and Their
Perception of Job Satisfaction

Variable
Intrinsic Satisfaction

SS
Between Groups 109.29
Within Groups 3937.70
4046.99
Total
Extrinsic Satisfaction Between Groups 175.43
Within Groups 1545.11
Total
1720.54
Overall Satisfaction Between Groups 514.73
Within Groups 8667.91
Total
9182.63

df
4
118
122
4
118
122
4
118
122

MS
F
27.32 0.82
33.37

P
0.516

43.86 3.35
13.09

0.012

128.68 1.75
73.46

0.143

Note. N = total number in a sample. M= mean. SD = standard deviation.

The ANOVA analysis indicated that the means of five groups in both facets of
intrinsic job satisfaction and overall job satisfaction did not differ significantly at .the
p 5 . 0 5 level. Therefore, this result indicated that there was no significant difference

between the sales associates' years of age and their perceptions of intrinsic job
satisfaction and overall job satisfaction.
However, the ANOVA analysis also revealed groups in the facet of extrinsic job
satisfaction which differed significantly at thep<
-.05 level. Therefore, the approach of
LSD was applied to conduct Post Hoc Multiple Comparisons. The results of the LSD
test are summarized in Table 12.

Table 12

LSD Testfor the Relationship Between Sales Associates ' Ages and Their Perception of
Job Satisfaction
Variable
Intrinsic Satisfaction

Groups
1. 20-24
2.25-29
3.30-34
4.35-39
5.0ver40
Total
Extrinsic Satisfaction 1. 20-24
2.25-29
3. 30-34
4. 35-39
5.0ver40
Total
Overall Satisfaction 1.20-24
2.25-29
3.30-34
4.35-39
5. Over 40
Total

N
11
18
26
35
33
123
11
18
26
35
33
123
11
18
26
35
33
123

M
31.64
33.72
30.92
30.97
31.91
31.67
19.09
21.11
18.12
18.94
20.94
19.63
50.73
54.89
49.04
49.91
52.85
51.32

SD
6.17
4.98
4.26
5.93
6.82
5.76
3.67
3.74
3.17
3.54
3.94
3.76
7.99
7.88
6.43
8.64
10.31
8.68

LSD

pLSD

2&3
2&4
3&5
4&5

.008
.041
.025
.004

2&3
2&4

.028
.048

Note. N = total number in a sample. M = mean. SD = standard deviation.

The LSD test revealed differences of means among groups in the facets of
extrinsic job satisfaction and overall job satisfaction. In the facet of extrinsic job
satisfaction, the mean (21.1 1) of the 25-29 years old group was higher than the mean
(18.12) of the 30-34 years old and the mean (18.94) of 35-39 years old groups. In the

facet of extrinsic job satisfaction, the mean (20.94) of the over 40 years old group was
higher than the mean (18.12) of the 30-34 years old group and the mean (18.94) of 35-39
years old group. In the facet of overall job satisfaction, the mean (54.89) of the 25-29

years old group was higher than the mean (49.04) of the 30-34 years old and the mean
(49.91) of 35-39 years old groups.
The Relationship Between Sales Associates' Years of Service in Company and Their
Perception of Job Satisfaction

An ANOVA was applied which examined the relationship between sales
associates' years of service in company and their perceptions of job satisfaction. There
were four groups encompassing the years of service of each sales associate had with their
representative employer. The goups were grouped as follows: less than 3 years, 4-6
years, 7-9 years, and over 10 years. The ANOVA Test results are summarized in Table

Table 13
One-Way ANOVA Testfor the Relationship Between Sales Associates' Years of Service in
Company and Their Perception of Job Satisfaction

Facet of Job SF
Intrinsic Job SF

Between Groups
Within Groups
Total
Extrinsic Job SF Between Groups
Within Groups
Total
Overall Job SF Between Groups
Within Groups
Total

SS

96.48
3950.51
4046.99
127.42
1593.12
1720.54
446.77
8735.86
9182.63

df
3
119
122
3
119
122
3
119
122

MS
32.16
33.20

F
0.97

0.410

42.47
13.39

3.17

0.027

148.92
73.41

2.03

0.114

P

Note. SS = sum of square. MS = mean square.

The ANOVA Test analysis revealed that the means of four groups with regard to
intrinsic job satisfaction and overall job satisfaction did not differ significantly at thep

<.05 level. The result indicated that there was no significant difference between the
-

sales associates' years of service and their perceptions of intrinsic job satisfaction and
overall job satisfaction.
Additionally, the ANOVA analysis also revealed groups in the facet of extrinsic
job satisfaction that differed significantly at thepL.05 level. Therefore, the approach of
LSD was applied to conduct Post Hoc Multiple Comparisons. The results of the LSD
test are summarized in Table 14.
Table 14
LSD Test for the Relationship Between Sales Associates' )'ears of Service in Company
and Their Perception of Job Satisfaction

Variable
Intrinsic satisfaction

Extrinsic satisfaction

Overall satisfaction

Groups
1. Less 3
2.4-6
3.7-9
4. Over 10
Total
1. Less 3
2.4-6
3.7-9
4. Over 10
Total
1. Less 3
2.4-6
3. 7-9
4. Over 10
Total

N
41
27
20
35
123
41
27
20
35
123
41
27
20
35
123

M
30.85
32.11
30.75
32.83
31.67
18.78
20.15
18.40
20.94
19.63
49.63
52.30
49.15
53.77
51.32

SD
5.96
4.55
6.92
5.63
5.76
4.06
2.97
3.19
3.88
3.76
8.98
6.59
9.36
8.94
8.68

LSD

pLSD

1&4
3&4

.011
.015

1&4

438

Note. N = total number in a sample. M = mean. SD = standard deviation.

The LSD test revealed significant differences of means among groups of years of
service in the facets of extrinsic job satisfaction and overall job satisfaction. In the facet
of extrinsicjob satisfaction, the mean (20.94) of the over 10 years p u p was higher than

the mean (18.78) of the less than 3 years and the mean (18.40) of 7-9 years groups. In the
facet of overall job satisfaction, the mean (53.77) of the over 10 years group was higher
than the mean (49.63) of the less than 3 years group.
The Relationship Between Sales Associates' Educational Background and Their
Perception of Job Satisfaction

An ANOVA Test was applied which examined the relationship between sales
associates' educational background in company and their perceptions of their job
satisfaction. There were four groups according to the educational background of sales
associates in this research, encompassing high school, junior college, bachelor's degree,
and master's degree. The ANOVA Test results are summarized in Table 15.
Table 15
One- Way ANOVA Testfor the Relationship Between Sales Associates' Educational
Background and Their Perception o f Job Satisfaction

Variable
Intrinsic satisfaction Between Groups
Within Groups
Total
Extrinsic satisfaction Between Groups
Within Groups
Total
Overall satisfaction Between Groups
Within Groups
Total

SS
53.58
3993.41
4046.99
35.34
1685.19
1720.54
103.28
9079.35
9182.63

df
3
119
122
3
119
122
3
119
122

MS
F
17.86 0.53
33.56

P

0.661

11.78 0.83
14.16

0.479

34.43 0.45
76.30

0.717

Note. N = total number in a sample. M = mean. SD = standard deviation.

The ANOVA Test analysis revealed that the means of four groups in each facet
did not differ significantly at theps.05 level. Therefore, these results explain that there

was no significant difference between the sales associates' educational background and
their perceptions of job satisfaction.
The Relationship Between Sales Associates' Marital Status and Their Perception of
Job Satisfaction
There were two groups in this factor, i.e., "married" and "single". The
Independent-Samples t-test was applied which examined the relationship between Sales
AssociatesyMarital Status and their perceptions of job satisfaction. The independentsamples t-test results are summarized in Table1 6 .
Table 16
Independent-Samples t-Test for the Relationship Between Sales Associates' Marital
Status and Their Perception of Job Satisfaction
Variable
Intrinsic satisfaction

Marital Status
Married
Single
Extrinsic satisfaction Manied
Single
Overall satisfaction Married
Single

N
77
46
77
46
77
46

M
31.82
31.43
19.95
19.11
51.77
50.57

SD
t
5.63 0.36
6.03
3.42 1.20
4.25
8.26 0.74
9.38

P
0.723
0.232
0.460

Note. N = total number in a sample. M = mean. SD = standard deviation. t =computed value oft test.

This independent-sample t-test analysis revealed that the means of the married
and the single sales associates in each facet of job satisfaction did not differ significantly
at thepL.05 level. Therefore, these results indicated that there was no significant
difference between the sales associates' marital status and their perceptions ofjob
satisfaction.

Research Hypothesis: There Is a Positive and Significant Relationship Between the
Transformational Leadership in Sales Managers and Job Satisfaction of
Sales Associates in the FMCG Industry in Taiwan.

This section discusses the results of the research hypothesis: There is a significant
and positive relationship between the perception of sales associates of transformational
leadership by sales managers and the perception of job satisfaction. A Pearson
correlation was applied to explore if any statistical significances between the six facets
(vision, charisma, inspirational motivation, intellectual stimulation, individualized
consideration, and overall transformational leadership) of transformational leadership and
the three facets (intrinsic, extrinsic and overall job satisfaction) of job satisfaction existed.
The results are summarized in Tablel7.
Table 17
Full Correlation Matrix

Variable
IntrinsicJSF

r
p
ExtrinsicJSF r

Overall JSF

p
r
p

Charisma Vision
0.413
0.415
0.000
0.000
0.381
0.391
0.000
0.000
0.441
0.444
0.000
0.000

Ins
0.420
0.000
0.371
0.000
0.440
0.000

Int
0.555
0.000
0.517
0.000
0.593
0.000

Ind
0.472
0.000
0.508
0.000
0.534
0.000

Overall TFL
0.513
0.000
0.490
0.000
0.554
0.000

Note. r = coefficient of determination. Correlation is significant at the 0.01 level (2-tailed). TFL =
transformational leadership. JSF =job satisfaction. Inspire = inspirational motivation. Int = intellectual
stimulation. Ind = individualized consideration

The results revealed there was a positive, strong (r = .554) and statistically
significant relationship between overall transformational leadership and overall job
satisfaction. Each facet of sales managers' transformational leadership had a statistically
significant correlation with each facet of sales associates' job satisfaction. Correlation

values (r)ranged fiom.371 to .593, presenting from moderate to strong correlations. In
addition, each facet of sales managers' transformational leadership had a statistically
significant relationship (pL.05) with each facet of sales associates' job satisfaction.
Therefore, these results support the hypothesis in this research.
Among the correlation values between each facet of transformation leadership and
each facet of transformational leadership, the facet of intellectual stimulation had the
highest correlation values (from. 593 to .555) with each facet ofjob satisfaction. In
general, the sales manager's overall transformational leadership tended to have slightly
higher correlation value with intrinsic job satisfaction (r = .513) than in extrinsicjob
satisfaction (r = .490). The results revealed that sales managers' transformational
leadership will have a positive effect on sales associates' intrinsic job satisfaction than
extrinsic job satisfaction.
Research Question Three: Can Sales Managers' Transformational Leadership
Predict the Job Satisfaction of Sales Associates in the
FMCG Industry in Taiwan?
This section examines the third research question: Can sales managers'
transformational leadership predict the job satisfaction of sales associates? The approach
of multiple regression analysis was applied which explored the effects of the independent
variables (five facets of sales manager's transformational leadership: vision, charisma,
inspirational motivation, intellectual stimulation, and individualized consideration) on the
overall job satisfaction of sales associates. The results of Multiple Regression Analysis
are summarized in Tables 18.

Table 18
Regression Model for Transformational Leadership Variables Explaining Job
Satisfaction of Sales Associates
Explanatory Variable
(Constant)
Charisma
Vision
Inspirational Motivation
Intellectual Stimulation
Individualized Consideration

B
27.342
0.181
0.164
-1.330
2.338
1.013

SE
3.090
0.426
0.462
0.559
0.513
0.377

0.051
0.046
-0.360
0.622
0.292

t
8.848
0.425
0.355
-2.379
4.557
2.686

DF=5

p<.000

R2=.409

Adjusted ~ ' ~ 0 84
.3

Beta

P
0.000
0.671
0.723
0.019
0.000
0.008

Note. Predictors: constant, vision, charisma, inspirational motivation, intellectual stimulation, and
R = multiple correlation square.
individualized consideration. '

Based on the results (Table 18), R' value was 40.9%. This indicated that 40.9% of
the variance in dependent variable (job satisfaction) was explained and predicted by
independent variables (vision, charisma, inspirational motivation, intellectual stimulation,
and individualized consideration).
Based on the results of the regression model in Table 18, the facets of
inspirational motivation, intellectual stimulation, and individualized consideration were
statistically significant and had a relationship with job satisfaction. According to the Beta
value revealed in Table 18, Intellectual Stimulation (.622) had the strongest effect on the
dependent variable (job satisfaction). The second and third strongest independent
variables (transformational leadership) were Inspirational Motivation (.360) and
Individualized Consideration (.292).

CHAPTER V: DISCUSSION

Discussion of the Findings
This section summarizes the findings from this research study, which begins with
a discussion of personal demographic factors. Followed by the results of the perceptions
of transformational leadership and job satisfaction from sales associates. Finally, this
section presents the test results following the order of research question one, research
question two, research hypotheses, and research question three.
Personal Demographic Background

The analysis of demographic factors revealed some strong findings. With regard
to gender, the majority of sales associates were male (63.4 %). This could indicate that
the majority of sales associates in the FMCG industry are males..
The age data of the respondents indicated over half (55 %) of sales associates'
ages were over 35. This finding may reveal that the majority of sales associates had
numerous years of work experience in the FMCG industry.

In the FMCG industry, the educational background of the respondents revealed
over half (54 %) of the sales associates surveyed had earned educational degrees above
the level of bachelor's, and 82 % of the sales associates surveyed had attained on
educational level above undergraduate status. This finding could conclude that the sales
associates' educational level from the FMCG companies sampled as being high overall.
This finding may imply that the four FMCG companies seek sales associates with higher
educational levels. In addition, this finding may also imply that sales associates with
advanced degree prefer to work for FMCG companies rather than large corporations with
autocratic leadership styles.

With regard to years of service of the respondents, the data indicated the group
with less than 3 years of service as being the highest

(33.3%) in companies.

This result could imply that a high percentage of sales associate are new employees in
FMCG companies. The data also indicated the group of the range of 7-9 years of service
with in the lowest percentage (16.3%). This result may also imply that this group has a
higher turnover rate. Further research may reveal that this demographic finding is unique
to FMCG companies and may possibly be generalized to all corporations in Taiwan.
When respondents were asked about their marital status, the majority (62.6%) of
sales associates were married. This result revealed that the majority of those sales
associates were married while the minority of sales associates (37.4%) were single.
Perception of TransformationalLeadership and Job Satisfaction for Sales Associates
in the FMCG Industry in Taiwan
Perception of Transformational Leadership for Sales Associates

The results of the descriptive statistics indicated the overall mean value of sales
associates' perceptions of their sales managers' overall transformational leadership was
3.47, which was above the scale of the Neutral (3.00) and lower than the scale of the
Agree (4.00), when respondents ranked their level of agreement on a 5 point-Likert type
scale of agreement. Therefore, sales manager may need to enhance their transformation
leadership skills.
The mean of each facet regarding the associates' perceptions of their sales
managers' transformational leadership was very close, ranging from 3.54 to 3.35. The
highest mean value was the facet of Inspirational Motivation (3.54). This finding may
possibly reveal that sales managers focus more on inspirational motivation than on the

other facets, encompassing vision, charisma, intellectual stimulation and individualized
consideration.
However, the lowest mean reported by the sales associates was the facet of
Individualized Consideration (3.35). This result may indicate that sales managers show
less attention to their sales associates, as compared with the means of other facets of
transformational leadership. This result was similar to the findings of Tsia (2000) whose
study revealed that the mean value of overall transformational leadership from sales
associates of the insurance industry was 3.41. This mean value was also above the scale
of neutral (3.00), but lower than the scale of the Agree (4.00). The lowers scores for the
perception of sales managers' transformational leadership from sales associates may also
imply that transformational leadership is a new concept, while sales managers may not be
used to applying this leadership style.
Perception of Job Satisfactionfor Sales Associates

The findings indicated that sales associates' perceived similar levels of
satisfaction with regard to the intrinsic facets (M = 3.52) and extrinsic facets (M = 3.27).
The data revealed the mean value of overall job satisfaction from sales associates was
3.41. This mean value was above the scale of neutral (3.00), but lower than the scale of

the Satisfaction (4.00). This result revealed that companies may need to improve sales
associates' job satisfaction, especially the need for extrinsic job satisfaction in sales
associates. This result was similar to the findings of Yen (2002),whose study revealed
that the mean value of overall job satisfaction from sales associates of the insurance
industry was 3.73, encompassing the intrinsic facets (M = 3.86) and extrinsic facets (M =

3.54). This mean value was also above the scale of neutral (3.00), but lower than the
scale of Satisfaction (4.00).
Research Question One: Does a Significant Difference Between the Personal
Demographic Factors of Sales Associates and thk Perception of Sales
Managers' Transformational Leadership by Sales Associates
in the FMCG Industry in Taiwan?

This section discusses the findings for research question one: Does a significant
difference exist between the personal demographic factors of sales associates (gender,
age, years of service, education level, and marital) and the perception of sales managers'
transformational leadership by sales associates? The findings indicated there was no
difference between the demographic factors of the sales associates gender, age, years of
service, and marital status and sales associates' perceptions of their sales managers'
transformational leadership. Data also revealed there was a difference between the sales
associates' educational background and perceptions of sales managers' intellectual
stimulation and inspirational motivation. Each demographic factor is described as below:
The Factor of Gender

An independent-sample t-test examined the differences for sales associates'
gender on their perceptions of their sales managers' transformational leadership. These
findings indicated there were no differences between males and females with regard to
their perceptions of their sales managers' transformation leadership. This quantitative
result revealed that females and males had similar perceptions in their ratings of sales
managers' transformational leadership behaviors, encompassing vision, charisma,
inspirational motivation, intellectual stimulation, and individualized consideration. This

finding was similar to the findings of Tsia's (2000), whose study revealed that no
significant differences were found between female and male associates in the insurance
industry with regard to their perception of their sales managers' transformational
leadership behaviors.
The Factor of Age

An ANOVA test was applied which examined the differences for sales associates'
ages with regard to their perception of their sales managers' transformational leadership.
These findings indicated there were no differences among age groups of sales associates
and their perception of their sales managers' transformation leadership. This result could
possibly indicate that regardless of the different age of sales associates they perceived a
similar level of sales managers7transformational leadership behaviors, encompassing
vision, charisma, inspirational motivation, intellectual stimulation, and individualized
consideration. This finding was very dissimilar to the findings of Tsia (2000), whose
study revealed that significant differences were found among age groups of sales
associates in the insurance industry and their perception of their sales managers'
transformation leadership. Additionally, Shieh's (2002) study indicated that significant
differences were found between the age of employee in a retail setting and their
perception of their managers' transformation leadership. The findings of Shieh (2002)
also indicated that older employees were more likely to positively perceive the facets of
inspirational motivation and individualized consideration than younger employees.
The Factor of Years of Service

An ANOVA test was applied which examined the differences for sales associates7
and their years of service on the perception of sales managers' transformational

leadership. These findings indicated there were no differences among the different
groups of years of service for sales associates and their perceptions of their sales
managers' transformation leadership. This result could possibly conclude that regardless
of the sales associates for years of service of they still perceived a similar level of sales
managers' transformational leadership behaviors. This finding was similar to the
findings of Shieh (2002), whose study indicated there were no differences among the
different groups of years of service for employees in a retail setting and their perceptions
of their managers' transformation leadership.
The Factor of Educational Background
ANOVA and LSD tests were applied which examined the differences in sales

associates' educational background and their perception of their sales managers'
transformational leadership. The findings indicated there were no differences found
between the factor of educational background and the facets of charisma, vision,
individualized consideration, and overall transformational leadership. However, a
difference was found between the factor of educational background and the facets of
inspirational motivation and intellectual stimulation. The data revealed that the different
educational backgrounds of sales associates perceived a different level of sales managers'
transformational leadership behaviors in the two facets of inspirational motivation and
intellectual stimulation. Thls finding was very dissimilar to the findings of Tsia (2000),
whose study revealed that no significant differences were found between the educational
background of sales associates from the insurance industry with regard to their perception
of their sales managers' transformational leadership behaviors.

Additionally, an LSD test revealed differences in the means among different
educational groups in the facets of vision, inspirational motivation, intellectual
stimulation, and overall transformational leadership. The means of the recipients
educational background encompassing high school, college, and bachelor's degree
groups were higher than the means of the masters' level group in the facets of vision,
inspirational motivation, intellectual stimulation, and overall transformational leadership.
These results could indicate that sales associates with high school, college, and bachelor's
degrees were more likely to positively perceive their sales manager's vision, inspirational
motivation, intellectual stimulation, and overall transformational leadership than the
group of sales associates with advanced degree. This finding may indicate the higher the
education level of sales associates, the less extrinsic vision, motivation, and stimulation
was sought from sales managers. This result contrasted the findings of Shieh's (2002)
study, whose study revealed that no significant differences were found between the
different educational backgrounds of employees in a retail setting with regard to their
perception of their managers' transformational leadership behaviors after applying the
approach of LSD test.
The Factor of Marital Status
An Independent-Sample t-test examined the differences regarding sales
associates' marital status on their perception of their sales managers' transformational
leadership. The findings indicated there were no differences between married and single
participants and their perception of their sales managers' transformation leadership. This
finding could indicate that the marital status of sales associates does not affect their
perceptions of their sales managers' transformational leadership behaviors, encompassing

vision, charisma, inspirational motivation, intellectual stimulation, and individualized
consideration. This finding was similar to the findings of Tsia (2000), whose study
revealed that there were no differences between married and single sales associates,fiom
the insurance industry and their perception of their sales managers' transformation
leadership. Additionally, this finding was also similar to the findings of Shieh (2002),
whose study revealed that there were no differences between married and single
participants in retailing business and their perception of their sales managers'
transformation leadership.
Research Question Two: Does a Significant Difference Exist Between the Personal
Demographic Factors of Sales Associates and the Perception of Job Satisfaction
by Sales Associates in the FMCG Industry in Taiwan?

This section will discuss the findings for research question two: Does a significant
difference exist between the personal demographic factors of sales associates (gender,
age, years of service, education level, and marital status) and the perception of the job
satisfaction by sales associates? The results indicated there was no difference between
the demographic factors gender, educational level and marital status of the respondents
and their perceptions of extrinsic job satisfaction. The data also indicated there was a
significant difference between the demographic factor of sales associates' ages and years
of service on their perceptions of extrinsic job satisfaction. Each demographic factor is
described.
The Factor of Gender

An Independent-Sample t-test examined the differences among sales associates'
gender and their perceptions of job satisfaction. Findings indicated there were no

significant differences between male and female respondents regarding their perceptions
of job satisfaction. This result could possibly indicate that female and male sales
associates perceived a similar level ofjob satisfaction. This finding was similar to the
findings of Yen's (2002). Yen's (2002) study revealed that no significant differences
were found between female and male associates of the insurance industry with regard to
their level of satisfaction of their jobs.
The Factor of Age
An ANOVA and LSD tests were applied which examined the differences among

sales associates' ages and their perceptions of job satisfaction. The data revealed there
were no differences found between the age of the sales associate and the facets of
intrinsic job satisfaction and overall job satisfaction. These results could indicate that
different age groups of sales associates perceived a similar level of intrinsic and overall
job satisfaction. However, a significant difference was found among the age of the sales
associate and the facet of extrinsic job satisfaction. The data also revealed that the
different age groups of sales associates perceived a different level of extrinsic job
satisfaction. These results were very dissimilar to the findings of Yen (2002) that
indicated no significant differences were found between age and extrinsic job satisfaction
from sales associates of the insurance industry, and significant differences were found
between age and intrinsic job satisfaction and overall job satisfaction.
Additionally, an LSD test revealed significant differences of means among
different age groups with regard to the facets of extrinsic job satisfaction and overall job
satisfaction. In the facet of extrinsic job satisfaction, the mean of the 25-29 years old
group was higher than the mean of the 30-34 years old and the mean of 35-39 years old

groups. These results might suggest that the 25-29 years old sales group perceived higher
extrinsic job satisfaction than the 30-34 years old and the 35-39 years old groups.
Additionally, the mean of sales associates who were over 40 years old was higher than
the mean of the 30-34 years old group and the mean of 35-39 years old group. These
results may indicate that sales associates over 40 years old possibly perceived higher
extrinsic job satisfaction than the 30-34 and 35-39 years old sales associates. These
results were dissimilar to the findings of Yen (2002) whom indicated that older sales
associates perceived higher intrinsic job satisfaction than younger sales associates afier
applying an LSD test.
With regard to the overall job satisfaction, the mean of the 25-29 years old group
was higher than the mean of the 30-34 years old and the mean of 35-39 years old groups.
These results may suggest that the 25-29 years old sales associates perceived higher
overall job satisfaction than the 30-34 years old and the 35-39 years old sales associates.
These results were very dissimilar to the findings of Yen (2002) that indicated the older
sales associates perceived higher overall job satisfaction than younger sales associates
after applying an LSD test.
The Factor of Years of Service

An ANOVA and LSD tests were applied which examined the differences with
regard to the sales associates' years of service and their perceptions ofjob satisfaction.
The data found there were no significant differences found between the years of service
of the sales associate and the facets of intrinsic job satisfaction and overall job
satisfaction. These results may indicate that the number of years a sales associate is
employed in the FMCG industry has no bearing on their levels of intrinsic and overall job

satisfaction. However, there was significant differences found between the factor of
years of service and the facet of extrinsic job satisfaction. These results were dissimilar
to the findings of Yu (2002) that indicated significant differences were found between the
years of service of the employee from the manufacturing industry and the facets of
intrinsic job satisfaction, extrinsic job satisfaction and overall job satisfaction.
Additionally, an LSD test revealed that significant differences of means among
groups of years of service with the facets of extrinsicjob satisfaction and overall job
satisfaction existed. With regard to the extrinsicjob satisfaction, the mean of the over 10
years of service of the sales associate group was higher than the mean of the less than 3
years of service of the sales associate and the mean of 7-9 years of service of the sales
associate groups. These findings may suggest that a sales associate with over 10 years of
service perceived higher extrinsic job satisfaction than the group with less than 3 years of
service and the group with 7-9 years of service. These results were contrasted to the
findings of Yu (2002) that indicated employees with many years of service in the
manufacturing industry perceived higher intrinsic job satisfaction and extrinsic job
satisfaction than younger employees after applying a Scheffe test.
With regard to overall job satisfaction, the mean of the over 10 years of service by
the sales associate group was higher than the mean of the less than 3 years of service
group. These results may indicate that the over 10 years of service group perceived
higher overall job satisfaction than the less than 3 years of service group. These results
were contrasted to the findings of Yu (2002) that indicated the older employees fiom the
manufacturing industry perceived higher overall job satisfaction than younger employees
after applying a Scheffe test.

The Factor of Educational Background

An ANOVA test was applied which examined the differences of sales associates'
educational background and their perceptions of job satisfaction. The data revealed there
were no significant differences found in the perception of job satisfaction based on the
sales associates' educational background. This result indicates that the different
educational backgrounds of sales associates caused no difference in their perception of
job satisfaction. These results contrasted the findings of Yen (2002) that indicated there
was a significant difference found in the perception of intrinsic job satisfaction based on
sales associates' educational background. Additionally, Yen's (2002) study revealed that
sales associates with high school or master's degrees perceived higher intrinsic job
satisfaction compared to a bachelor's or junior college degree.
The Factor of Marital Status

A t-test examined the differences regarding sales associates' marital status with
regard to their perceptions of job satisfaction. The data revealed there were no significant
differences between married and single respondents with regard to their perceptions of
job satisfaction. These results may suggest that married and single sales associates
perceive a similar level of job satisfaction. This finding was similar to the findings of
Yen (2002). Yen's (2002) study revealed that there were no significant differences
between married and single sales associates from the insurance industry with regard to
their perceptions of job satisfaction.

Research Hypothesis: There Is a Positive and Significant Relationship Between the
Transformational Leadership in Sales Managers and Job Satisfaction of
Sales Associates in the FMCG Industry in Taiwan.
This section discusses the findings of the research hypothesis: There is a
significant and positive relationship between the perception of sales associates of
transformational leadership by sales managers and the perceptions of job satisfaction.
The data revealed that each facet of the sales associate's perception of their sales
managers' transformational leadership was statistically significant at thep5.05 level
with each facets of sales associates' job satisfaction. Each facet of sales managers'
transformational leadership had a statistically significant correlation (presenting the level
of moderate to strong) with each facet of the sales associates' job satisfaction level. This
result supported the research hypothesis in this research. This finding explained that the
sales associates perception of their sales managers' transformational leadership had a
positive and significant relationship with their level of job satisfaction. These results may
suggest that sales manager's transformational leadership may influence sales associates'
overall job satisfaction.
These results were similar to those of Dubinsky et al. (1995) whose study
indicated a significant and positive relationship (r = .28, p2.05) between the perception
of sales associates of transformational leadership by sales managers and the perceptions
of job satisfaction by sales associates. However, the findings implied sales managers'
transformational leadership had stronger effect on the overall job satisfaction of sales
associates in FMCG industry in Taiwan (r = .55) than the sales associates in medical
device industry in USA ( r = .28).

In addition, the facet of intellectual stimulation had the highest correlation values
(from .593 to .555) when tested with each facet of job satisfaction. Therefore, this result
revealed that sales manager's intellectual stimulation had the strongest influence on every
aspects of sales associates' job satisfaction. In general, the sales manager's overall
transformational leadership tended to have slightly higher correlation values with
intrinsic job satisfaction than with extrinsic job satisfaction. These results revealed that
sales managers' transformational leadership may have more of a positive effect on sales
associates' intrinsic job satisfaction than on extrinsic job satisfaction.
Research Question Three: Can Sales Managers' Transformational Leadership Predict
the Job Satisfaction of Sales Associates in the FMCG Industry in Taiwan?

This section discusses the findings of the third research question: Can sales
managers' transformational leadership predict the job satisfaction of sales associates?
The Regression Analysis revealed an

v value (40.9%).

This result indicated that 40.9%

of the variance in sales associates' job satisfaction may be explained and predicted by
sales managers' transformational leadership with regard to the five facets utilized in this
study, encompassing vision, charisma, inspirational motivation, intellectual stimulation,
and individualized consideration.
Additionally, the Beta value revealed that Intellectual Stimulation (.622) had the
strongest effect on the dependent variable (job satisfaction). While Taiwan's FMCG
market is highly competitive and FMCG companies face the barriers for sales growth,
this result supported the theory by Bass (1985) which indicated that intellectual
stimulation was the most vital factor when organization experience instability or a
bottleneck in development.

Among the other variables, the second and thirdstrongest independent variables
that effected job satisfaction were Inspirational Motivation (.360) and Individualized
Consideration (.292). Therefore, these results indicated that sales managers'
transformational leadership may possibly predict the level of job satisfaction of sales
associates. Further, sales managers' Intellectual Stimulation, Inspirational Motivation,
and Individualized Consideration had a stronger effect on the overall job satisfaction of
sales associate than other two facets (Charisma and Vision). This finding was in contrast
to the findings of Hsiang (2002) that indicated only Individualized Consideration ( P
=.339) had significant K . 0 5 ) and stronger effect on the overall job satisfaction (R'
value = 46%) of media industry employees. The other facets (Vision, Charisma, and
Intellectual Stimulation) of transformational leadership had no significant effect on media
industry employees.
Practical Implications

The findings from this research suggested sales managers' transformational
leadership may positively influence sales associates' job satisfaction in the FMCG
Industry in Taiwan. The FMCG companies of Taiwan may apply this finding in
employment, selection and promotion, education and improvement. The FMCG
companies in Taiwan also may apply this concept in improving sales forces' teamwork,
decision-making procedure, and transforming the sales organizations. According the
findings of this research, the practical implications for the administration of companies
and sales managers were addressed.

Practical Implication for the Administration of Companies

Following the results of this research, six practical implications for FMCG
companies are suggested. First, this research revealed sales managers' transformational
leadership has a vital influence on sales associates' job satisfaction in the four FMCG
companies in Taiwan. However, the finding indicated the value of the perception from
sales managers' transformational leadership was 3.47, and did not achieve the level of
"Agree" (4.00). Therefore, companies may need to enhance sales managers'
transformational leadership skills through various leadership training programs or job

'

training. FMCG companies may also want to track the training results to ensure sales
managers correctly apply transformational leadership skills to improve sales associates'
job satisfaction on a long-term basis.
Secondly, the data revealed the mean value of overall job satisfaction from sales
associates was 3.41, encompassing the intrinsic facets (M= 3.52) and extrinsic facets (M
= 3.27).

This mean value was above the scale of neutral (3.00), but lower than the scale

of the Satisfaction (4.00). The data also indicated sales associates perceived lower
extrinsicjob satisfaction than intrinsic job satisfaction. Therefore, companies may need
to enhance sales associates' job satisfaction through conducting employees' job
satisfaction surveys, setting up suggestion boxes, redesigning job content, strengthening
sales managers' transformational leadership to improve sales management, andlor
offering better compensation paradigms to improve sales associates' job satisfaction.
Furthermore, companies may also focus on enhancing extrinsic job satisfaction through
better compensation, more promotion opportunities, and improving managements'

leadership capability as these research findings indicated sales associates' extrinsic job
satisfaction were lower than intrinsic job satisfaction.
Thirdly, the results also revealed that sales managers' inspirational motivation,
intellectual stimulation, and individualized consideration may predict sales associates'
job satisfaction. Therefore, FMCG companies may consider this an issue for promoting
or recruiting new sales managers. In retrospect companies may also arrange related
leadership training programs to enhance the sales managers' leadership skills with regard
to inspirational motivation, intellectual stimulation, and individualized consideration to
improve sales associates' job satisfaction.
Fourth, the results indicated there may be a difference between the age of the
sales associates and their years of service with regard to their perceptions of extrinsic job
satisfaction. FMCG companies administrators may need to provide effective policies for
sales associates based on the sales associate age and their years of service with the
company to improve their extrinsic job satisfaction.
Fifth, the findings from the demographic data indicated the group with the range
of 7-9 years of service made up the lowest percentage (16.3%) in the company. This
result may suggest that sales associates who have been employed in FMCG companies
for about 7-9 years may have a higher turnover rate than employees that have been
employed either more or less. Therefore, the human resource department of companies
should reconsider the arrangement of the career path for sales associates who have been
with the company for approx 7-9 yrs to improve this situation.
Finally, the demographic data indicated over half (55%) of sales associates were
over 35. This result could imply that those sales associates who were over 35 may

possibly have concerns about promotion or changing to other jobs. Therefore, companies
may also need to offer better career paths or enhance the job content to improve sales
associates perceptions of job satisfaction.
Practical Implication for the Sales Managers
Based on the results of this research, four practical implications for sales
managers in the FMCG industry in Taiwan have been recommended. First, the findings
suggest that sales manager's transformational leadership had a positive and significant
relationship with the sales associate's job satisfaction. The more sales managers apply
transformational leadership, the more sales associates may perceive higher job
satisfaction. Sales managers may apply this concept as an effective management tool
which may enhance sales associates' job satisfaction.
In business practices, the sales manager may demonstrate transformational
leadership in the five features as follows: (a) Vision: Sales managers may demonstrate
their unique vision coping with a strong business sense in selling strategies and customer
relationship management, as well as encompassing the group interests of sales associates,
customers, and companies; (b) Charisma: Sales managers may demonstrate their
confidence and magnetic characteristics to win the sales associates' feedback on affection,
trust, and respect, and transcend their individuals' interest for the good for the companies;
(c) Inspirational motivation: Sale managers may encourage sales associates with positive
recognition and utilize positive reinforcement to strengthen sales associates' self
confidence and motivation for their work attitude to transform the sales organizations; (d)
Intellectual stimulation: Sales managers may encourage "Life-Learning" and introduce
innovative prospects for selling strategies or create new solutions for sales management;

and (e) Individualized consideration: Sales managers may enhance the relationship with
individual sales associates, and spend time with sales associates in territories to explore
their needs, coach and counsel their sales calls, and deliver genuine concern about them.
Additionally, the findings indicated the value of the perception from sales
managers' transformational leadership was 3.47, and did not achieve the level of "Agree"
(4.00). Sales managers need to be aware of this fact and learn to shape their

transformational skills.
Secondly, the findings also revealed that sales managers' inspirational motivation,
intellectual stimulation, and individualized consideration may significantly predict sales
associates' job satisfaction in the four FMCG companies in Taiwan. Sales managers may
apply this concept into their sales management style to improve sales associates' job
satisfaction. Further a sales manager may enhance the leadership skills of intellectual
stimulation, inspirational motivation, and individualized consideration for effectively
enhancing sales associates' job satisfaction.
Third, the data reveled there was a significant difference between the
demographic factor of the sales associates' educational background and their perceptions
of their sales managers' transformational leadership. The finding indicated the group of
sales associates with advanced degree was less likely to positively perceive their sales
managers' transformational leadership than the other groups of sales associates.
Research in this study may suggest that sales managers may need to demonstrate
additional leadership skills for sales associates with an advanced degree to improve their
level of job satisfaction.

Fourth, the findings of this study also revealed that the lowest mean among the
five facets of sales associates perceiving sales managers' transformational leadership was
Individualized Consideration (3.47). This may indicate that sales managers may need to
provide more support for the aspect of individualized consideration which may improve
sales associates' level of job satisfaction.
Research Limitations and Recommendations for Future Study
Population
Due to time constraints and limited finances, this research utilized convenience
sampling and only focused on the FMCG industry. Future studies may extend this
research to more companies with a larger random selection or by recruiting more
participants to improve the external validity. Additionally, the population for future
studies may also extend to other industries for comparisons. Moreover, the population
may extend to other counties for comparisons to understand the differences in cultures.
In addition, the participants in this research were sales associates only. Future studies
may include the self-evaluation of sales managers' transformational leadership for cross
comparisons with sales associates for more objective results.
Methodology
Due to the limitation of the quantitative design and restricted variables in the
instruments of transformation leadership and job satisfaction, this research may have
ignored some significant facts for the perceptions of transformation leadership and job
satisfaction from sales associates. Future studies may include qualitative approaches for
conducting participants' interviews which may fill the gaps in data collection. Future
studies may also conduct longitude research which may investigate the effects of

enhanced sales managers' transformational leadership over time for collecting more
significant data for the comparison analysis and generate scholar inqui~y.
Variables in Demographic Factors

In general, the results of this research revealed that the five common demographic
factors (gender, age, years of service, education level, and marital status) of pkticipants
did not indicate much of a significant relationship with the perceptions of sales associates
with regard to their sales managers level of transfonnational leadership and job
satisfaction. The future studies may want to explore other demographic factors (such as
religion, the number of children, the time for exercise, the time to go to the church, the
time for reading or study, etc.), which may be related to their perceptions of their sales
managers' transformational leadership and job satisfaction.
Conclusion
Various theories have been studied, analyzed, and applied in different situations
and organizations as leaders' behaviors have a tremendous influence on the behaviors of
individuals and outcomes of organizations. The current trend of leadership theory is
transfonnational in that it focuses on the transformation of the organization in an everchanging environment.

In the sales domain, sales managers play a key role in shaping sales associates'
behaviors which might possibly effect the outcomes of the sales team. Recent research
(Mackenzie et a]., 2001) has indicated the transformational leadership style is an effective
approach to affect sales associates' job effectiveness. Due to the limited number of
studies on sales management leadership and the relationship between sales managers'
behaviors and job satisfaction of sales associates (Dubinsky et al., 1995; Shoemaker,

1999), prospective areas of scholarly inquiry and analytic review are needed on the

subject of the influence of sales manager leadership practice on the job satisfaction of
sales associates. Exploration of theoretical literature and empirical studies to examine the
relationship between sale manager leadership practice and job satisfaction of sales
associates in the future study would be both valuable and necessary.
This research examined the relationship between transformational leadership of
sales managers and job satisfaction of sales associates. The data suggested there was
positive and significant relationship between the sales managers' transformational
leadership and the sales associates' job satisfaction. Through regression analysis, the
result identified the predictors of sales managers' transformational leadership on the sales
associates' job satisfaction. The analysis also revealed several differences between sales
associates' demographic variables and their perceptions of their sales managers'
transformational leadership and job satisfaction. The major contribution from this
research was to demonstrate the value of transformational leadership theory in the job
satisfaction of sales associates in the FMCG Industry in Taiwan and to provide practical
implications in employment, selection and promotion, and education and development
which would enable FMCG companies in Taiwan to improve sales associates' job
satisfaction.
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Appendix A
Questionnaire Survey (English)

Questionnaire for the Research Project: An Empirical study of the Relationship
between the Transformational Leadership in Sales Managers and Job Satisfaction
of Sales Associates

Instruction:
This is a scholarly research questionnaire. The purpose of this research is to
explore the relationship between transformational leadership in sales manager and job
satisfaction of sales associates. The term of "transformational leadership" means the
leader possesses the vision, charisma, and motives individuals to transcend their personal
interests for the good of company.
The contents of this questionnaire consist of three parts with a total of thirty-five
questions. The first part of the questionnaire encompasses five questions asking for your
basic demographic information. The second part encompasses fifteen questions asking
for your perceptions of transformational leadership for your sales manager. The third
part encompasses fifteen questions asking for your perceptions of job satisfaction at your
company.
Please follow these directions and answer each question accordingly.
question has one answer only.

Part 1: Personal information
Directions: Please respond to the following questions by marking a check mark "d",in
the boxes provided.

1. My gender: OMale, UFemale
2. My age: 020-24, 0 2 5 - 29, 0 3 0 - 34, 0 3 5 - 39, 0 4 0 and over
3. Years of service to my company: Oless than 3 years, 0 4 - 6 years, 0 7 - 9 years,
q 10 years and over
4. My highest level of education: OHigh school, 0Junior College, UBachelor's degree,
OMaster's degree.
5. Marital status: OMarried, 0Single, UOther

Part 2: Perception of your sales manager's transformational leadership
Direction: Please read the questions below and indicate your level of agreement for each
question (Strongly Disagree, Disagree, Neutral, Agree, Strongly Agree). Place your
corresponding answer by marking a check mark a check mark ".J" in the boxes on the
right for each question.

word, leading you to explore new knowledge in areas of our mutual

Part 3: Perception of your job satisfaction
Direction: Please read the questions below and indicate your level of satisfaction for
each question (Strongly Dissatisfied, Dissatisfied, Neutral, Satisfied, Strongly Satisfied).
Place your corresponding answer by marking a check mark "d" in the boxes on the right
for each question.

Questions

1. As to the degree of business on my job, I feel
00000
2. As to the opportunities to show myself on my job, I feel
00000
3. As to the ways that the supervisor treats subordinates, I feel
00000
4. As to the point that my colleagues and fiends are impressed at my
current job, I feel
Innnnn
5. As to the stabilitv offered bv this iob. I feel
6. As to the opportunities in which I can help others on my job, I feel
qqqq
7. As to the opportunities in which I can teach others on my job, I feel
qq q
8. As to the ways the organization executes policies, I feel
q 0 0.0
9. As to my compensation compared with my workload every month, I
q
feel
10. As to the promotional opportunities on my current job, I feel
00000
11. As to the point that I can freely use my opinions on my job, I feel
0 q
12. As to the opportunities to apply my own approaches on my job, I feel
qq q
13. As to the overall circumstance of my work environment (heating,
q
q
lighting, ventilation, etc.), I feel
14. As to the ways the colleagues work with each other in our unit, I feel
q 0
15. As to the achievement from my job, I feel
00000
d

,

Y

Y

U

U

U

Appendix B
Questionnaire Survey (Chinese)

Appendix C
Permission Letters to Use Instruments

1. Permission Letter from Ms. Ju for Using Her Instruments in Her 2002 Research Study
2. Permission Letter from Ms. Yen for Using Her Instruments in Her 2002 Research
Study

sent letter from Ms.
her 2002
To Whom it may concern:
This is to cvnfirm that Mr. Yujia Hu in his dissertation
research has my permission to use the instrument and
research method I developed in my dissertation "The
Relationship Between Principles' TransformationaI and
Transactional Leadership and Teachers' Job Satisfaction in
Elementary Schools in Taiwan" published 2002 in Taiwan.
A n y questions or issues regarding to this matter should be

fonvard lo me and discussed with me fully.

Regards.

JU, SHWU-TZYY

This is to confirm that Mr. Yujia H
research has my permission to use the instru
research method I developed in my dissertation
.Relationship among Personality Traits, Job Stres
Satisfaction--A Case of Life Insurance Agent--" publi

in Taiwan.
Any questions or issues regarding to this mattershou
fonvnrd to me and discussed with me fully.

Regards,

YEN, JUI-LING

Appendix D
Participant Consent Form (English)
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Participant Consent Form (Chinese)
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Appendix G
Support Data for the Reliability Ahalysis
Table G: Reliability Analysis for Transformational Leadership Questionnaire

Table G

Reliability Analysis for Transformational Leadership and Job Satisfaction Questionnaire
Questionnaire

Variable

Item number

Alpha

1-3
4-6

.8599
3498

Individualized
Intrinsic Satisfaction

7-9
10-12
13-15
1,2,4,5,6,7,11,12,15

.8416
.8391
.8479
.8598

Extrinsic Satisfaction

3,8,9,10,13,14

.7809

Transformational Leadership Charisma
Vision
Inspirational
Intellectual
Job Satisfaction

Appendix H
Support Data for the Independent-Sample t-Test

Table H1
The Descriptive Result of Independent Sample t-testfor the Relationship Between Sales
Associates' Gender and Their Perception of Transformational Leadership
Group Statistics

Table H2
Independent Sample t-testfor the Relationship Between Sales Associates' Gender and
Their Perception of TransformationalLeadership
Independent Samples Test

INTELLE( Equal variances assur
Equal variances not a
INDNID1 Equal variances assur
Equal variances not a
TRANSFC Equal variances assur
Equal variances not a

,089

.766

2.247

,136

,140

,709

1.597
1.599
1.3 19
1.247
1.176
1.137

121
92.268
121
77.281
121
83.045

,113
,113
.I90
,216
.242
,259

,6855 ,42913 -.I6410
,6855 ,42861 -.I6576
,6154 ,46661 -.30840
,6154 .49363 -.36749
2.3453 1.99513 -1.60459
2.3453 2.06197 -1.75584

1.53504
1.53670
1.53917
1.59826
6.29518
6.44644

Table H3
The Descriptive Result of Independent Sample t-testfor the Relationship Between Sales
Associates' Marital Status and n e i r Perception of TransformationalLeadership
Group Statistics

Table H4

Independent Sample t-testfor the Relationship Between Sales Associates' Marital Status
and Their Perception of TransformationalLeadership
Independent Samples Test

Table H5
The Descriptive Result of Independent-Samples t-testfor the Relationship Between Sales
Associates' Gender and Their Perception of Job Satisfaction
Group Statistics
GENDER
INTRINSI
EXTRINSI
SATISFAC

male
female
male
female
male
female

N

78
45
78
45
78
45

Mean
Std. Deviation
32.0385
6.17377
31.0444
4.96330
19.8718
4.02705
19.2222
3.23257
51.9103
9.49530
50.2889
7.01499

Std. Error Mean

.69W
.73989
.45597
.48188
1.07513
1.04573

Table H6
Independent-Samples t-testfor the Relationship Between Sales Associates' Gender and
Their Perception of Job Satisfaction
Independent Samples Test

Table H7
The Descriptive Result of Independent-Samples t-test for the Relationship Between Sales
Associates' Marital Status and Their Perception of Job Satisfaction
Group Statistics
*

INTRINSI

MARITAL
married
single

EXTRINSI

manied

SATISFAC

single
married
single

N

77
46
77
46
77
46

Mean
31.8182
31.4348
19.9481
19.1087
51.7662
50.5652

Std. Deviation
5.62824
6.02827
3.41782
4.24907
8.26039
9.37527

Std. Error Mean
,64140
.88882
,38950
62649
,94136
1.38231

Table H8

Independent-Samples t-testfor the Relationship Between Sales Associates' Marital Status
and Their Perception of Job Satisfaction
Independent Samples Test

Appendix I
Support Data for the One-Way ANOVA Test

Table I1

One-Way ANOVA Testfor the Relationship Between Sales Associates' Ages and Their
Perception of TransformationalLeadership

TRANSFOR

Between Groups
Within Groups

Total

395.401
13506.079
13901.480

4
118
122

98.850
114.458

,864

,488

Table I2
One-Way ANOVA Testfor the Relationship Between Sales Associates' Years of Service in
Company and Their Perception of Transformational Leadership

TRANSFOR

Between Groups
Within Groups
Total

266.042
13635.437
13901.480

3
119
122

88.681
114.584

,774

,511

Table I3
One-Way ANOVA Testfor the Relationship Between Sales Associates' Educational
Background and Their Perception of TransformationalLeadership

TRANSFOR

Between Groups
Within Groups
Total

802.169
13099.31 1
13901.480

3
119
122

267.390
110.078

2.429

,069

Table I4
One- Way ANOVA Testfor the Relationship Between Sales Associates 'Ages and Their
Perception of Job Satisfaction

Table I5
One- WayANOVA Testfor the Relationship Between Sales Associates' Years of Service
and Their Perception of Job Satisfaction
ANOVA

Table I6
One- Way ANOVA Testfor the Relationship Between Sales Associates' Educational
Background and Their Perception of Job Satisfaction

Appendix J
Support Data for the LSD Test

Table J1

The Descriptive Result of LSD Testfor the Relationship Between Sales Associates'
Educational Background and Their Perception of TransformationalLeadership

Table 52

The Multiple Comparison of LSD Testfor the Relationship Between Sales Associates'
Educational Background and Their Perception of TransformationalLeadership

Multiple Comparisons

'.

The mcan diifmnair significant a the .05 Icvel.

Table J3
The Descriptive Result of LSD Testfor the Relationship Between Sales Associates ' Ages
and Their Perception of Job Satisfaction
Desniptives

N
N'RINSI

20-24
25-29
30-34
35-39
over 40
Total
MTRINSI 20-24
25-29
30-34
35-39
over 40
Total
SATISFAC 20-24
25-29
30-34
35-39
over 40
Total

11
18
26
35
33
123
11
18
26
35
33
123
11
18
26
35
33
123

Std. Deviation
Mean
31.6364
6.16884
33.7222
4.98003
30.9231
4.26073
30.9714
5.92842
31.9091
6.81617
31.6748
5.75952
19.0909
3.67300
21.1111
3.73991
3.16641
18.1154
3.53922
18.9429
3.93652
20.9394
3.75536
19.6341
7.98863
50.7273
7.88065
54.8889
6.43416
49.0385
8.64112
49.9143
10.30813
52.8485
8.67568
51.3171

Std. Enor
1.85997
1.17380
,83560
1.00209
1.18654
,51932
1.10745
.88151
,62098
,59824
,68526
,33861
2.40866
1.85749
1.26184
1.46062
1.79442
.78226

95% ConfidenceInterval for
Mean
Lower Bound Uuwr Bound
27.4921
35.7806
36.1987
31.2457
29.2021
32.6440
33.0079
28.9349
29.4922
34.3260
30.6468
32.7028
16.6234
21.5585
22.9709
19.2513
16.8364
19.3943
17.7271
20.1586
19.5436
22.3352
18.9638
20.3045
45.3604
56.0941
50.%99
58.8078
46.43%
51.6373
46.9460
52.8826
49.1934
56.5036
49.7685
52.8656

Minimum Maximum
25.00
43.03
25.00
43.00
20.00
38.00
16.00
48.00
43.02
14.00
48.M)
14.00
26.00
13.00
28.00
14.00
23.00
12.00
25.03
10.00
11.M)
28.00
10.00
28.00
43.00
69.W
41.M)
70.03
34.W
59.00
26.00
69.00
25.M)
69.00
25.00
70.00

Table J4
The Multiple Comparison of LSD Testfor the Relationship Between Sales Associates'
Ages and Their Perception of Job Satisfaction
Multiple Comparisons
LSD

over 40

EXTRINSI

20-24

25-29

30-34

35-39

over 40

over 40
20-24
25-29
30-34
35-39
25-29
30.34
35-39
over 40
20-24
30.34
35-39
over 40
20-24
25-29
35-39
over 40
20-24
25-29
30-34
over 40
20-24
25-29
9-34

35-39
25-29
30-34
35-39
over 40
25-29
20-24
30-34
35-39
over 40
30-34
20-24
25-29
35-39
over 40
20-24
35-39
25-29
30-34
over 40
over 40
20-24
25-29
30-34
35-39
The mean differenceis significantat the .05 level.

SATISFAC

-

'.

20-24

-.9377
.2727
-1.8131
,9865
,9377
-2.0202
,9755
,1481
-1.8485
2.0202
2.9957'
2.1683*
,1711
-.9755
-29957*
-8275
-2.8240'
-.I481
-2.1683:
,8275
-1.9%5*
1.8485
-.I717
2.8240'
1.9965*
4.1616
1.6888
,8130
-2.1212
4.1616
5.8504*
4.9746*
2.0404
-1.6888
-5.8504*
-8758
-3.8100
-.El30
4.9746*
,8758
-2.9342
2.1212
-2.0404
3.8100
2.9142

1.40166
2.01 119
1.69267
1.51483
1.40166
1.38486
1.30154
1.25080
1.25983
1.38486
1.10954
1.04956
1.06030
1.30154
1.10954
,93688
,94890
1.25080
1.04956
,93688
,87801
1.25983
I.OM)30
,94890
,87801
3.28007
3.08272
2.96254
2.98393
3.28007
2.62796
2.48590
2.51 135
3.08272
2.62796
2.21902
2.24749
2.96254
2.48590
2.21902
2.07960
2.98393
2.51135
2.24749
2.07960

,505
,892
,286
,516
,505
,147
,455
,906

,145
,147
.W8
,041
,872
,455
,038
,379

.W
,906
.M1

.379
,025
,145
,872
.W
,025
,207
,585
,784
,479
,207
.028
,048
,418
,585
.M8
,694
,093
,784
,048
,694
,161
,479
,418
,093
I61

-3.7133
-3.7 100
-5.1651
-2.0138
-1.8380
4.7626
-1.6019
-2.3289
4.3433
-.7222
,7985
,0898
-1.9280
-3.5529
-5.1929
-2.6827
4.7031
.2.6250
4.2467
-1.0278
-3.7352
-.6463
-2.2714
9449
,2578
-10.6570
4.4158
-5.0537
-8.0302
-2.3338
,6463
,0518
-2.9328
-7.7934
-11.0545
-5.2701
-8.2607
-6.6796
-9.8974
-3.5184
-7.0524
-3.7878
-7.0136
-.6406
1.IMO

1.8380
4.2554
1.5388
3.9858
3.7133
,7222
3.5529
2.6250
,6463
4.7626
5.1929
4.2467
2.2714

1.6019
-.7985
1.0278
-.9449
2.3289
-.0898
2.6827
-.2578
4.3433
1.9280
4.7031
3.7352
2.3338
7.7934
6.6796
3.7878
10.6570
11.0545
9.8974
7.0136
4.4158
4463
3.5184
,6435
5.0537
-.0518
5.2701
1.1840
8.0302
2.9328
8.2607
7.0524

Table J5
The Descriptive Result of LSD Testfor the Relationship Between Sales Associates' Years
of Service and Their Perception of Job Satisfaction
Descriptives

Table J6

The Multiple Comparison of LSD Testfor the Relationship Between Sales Associates'
Years of Service and Their Perception of Job Satisfaction

Multiple Comparisons

Decendent Variable (1) SERVICE
INTRINSI
Less 3
4-6
7-9
over 10
EXTRINSI

Less 3

Mean Difference
(I-n
-1.2575
,1037
-1.9749
1.2575
1.3611
-.7175
-.I037
-1.3611
-2.0786
1.9749
,7175
2.0786
-1.3677
,3805
-2.1624'

(I)SERVICE
4.6
7-9
over 10
Less 3
7-9
over 10
Less 3
4-6
over 10
Less 3
46
7-9
4-6
7-9
over 10

1.7481

over 10
SATISFAC

Ip 3
4-6

over 10
Less 3
7-9
4-6
7-9
over 10
Less 3
7-9
over 10

I

I

-2.54294
2.1624'
2.5429'
-2.6621
,48414.1373"
2.6621
3.1463
-1.4751
~

-3.1463

7-9

*. The mean difference is significant at the .05 level.

I

4.6214

Appendix K
Support Data for the Correlation Relationship

Table K
Correlations Between Sales Managers ' TransformationalLeadership and Sales Associates 'Job Satisfaction
Correlations
CHARISMA
1

VISION INSPIRAT INTELLEC INDIVIDU TRANSFOR INTRINSI EXTRINSI SATISFAC
.768*'
.729*'
.686*'
.655*:
,869"'
.415*:
.381*'
.441:
.OOO
.OOO
.OOO
,000
,000
,000
.OOO
,000
123
123
123
123
123
123
123
123
123
.768*'
.782*'
1
.724*'
.653*'
.890*‘
.413*:
.391*'
.444
,000
,000
.OOO
,000
.OOO
,000
.ooo
.ooo
123
123
123
123
123
123
123
123
123
.729*'
.782*'
1
.835*:
.712*'
.917*'
.420*'
.371*'
,440;
,000
.OOO
.OOO
,000
,000
.OOO
.OOO
.OOO
123
123
123
123
123
123
123
123
123
.686*:
.724*'
.835*:
1
.700*'
.891*'
.555*'
.593'
.517*:
.OOO
.OOO
.OOO
.OOO
.OOO
,000
,000
.OOO
123
123
123
123
123
123
123
123
123
.655*'
.712*'
.653*:
.700*'
.846*:
1
.472*'
.508*:
,534'
,000
.OOO
.OOO
.OOO
,000
,000
,000
.OOO
123
123
123
123
123
123
123
123
123
.869*:
,890"'
.917*'
.891*'
.846*'
.513*'
.490*:
.5541
1
,000
,000
.OOO
,000
.OOO
,000
.OOO
.OOO
123
123
123
123
123
123
123
123
123
.415*'
.413*'
.420*'
.555*'
.472*:
.9444
.513*'
1
.646*'
.OOO
,000
.OOO
.OOO
,000
.OOO
,000
.OOO
123
123
123
123
123
123
123
123
123
N
EXTRINSI Pearson Correlation
.862$
.381*:
.371*'
.517*'
,508':
.490*'
,646''
1
.391*'
Sig. (2-tailed)
.000
,000
,000
,000
,000
,000
,000
.OOO
N
123
123
123
123
123
123
123
123
123,
SATISFAC Pearson Correlation
1
.440*'
.593*:
.534*:
.554*:
.944*'
.862*:
.MI*:
.444*:
Sig. (2-tailed)
,000
,000
.OOO
,000
.OOO
.OOO
.OOO
.OOO
N
123
123
123
123
123
123
123
123
123
**. Correlation is significant at the 0.01 level (2-tailed).
CHARISMA Pearson Correlation
Sig. (2-tailed)
N
VISION
Pearson Correlation
Sig. (2-tailed)
N
INSPIRAT Pearson Correlation
Sig. (2-tailed)
N
INTELLEC Pearson Correlation
Sig. (2-tailed)
N
INDIVIDU Pearson Correlation
Sig. (2-tailed)
N
TRANSFOR Pearson Correlation
Sig. (2-tailed)
N
Pearson Correlation
INTRINSI
Sig. (2-tailed)

'

Appendix L
Support Data for the Regression Analysis

Table L1
Regression Model Change Statistics
Model Summary

a.Predictors:(Constant), INDMDU, VISION, INTELLEC, CHARISMA, INSPIRAT

Table ~2
Regression Model
Coefficients a

a. Dependent Variable: SATISFAC

